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Abstract
One of the most common sources of stress is one’s job and the struggle to balance the
demands of one’s job with those of one’s family and/or romantic relationship. Prolonged
exposure to stress can lead to burnout, and it can affect various aspects of one’s life and
one’s emotional and cognitive well-being. Firefighters, police officers, and corrections
officers are susceptible to burnout. If their well-being is compromised, it can impact their
job performance, which can negatively impact society. The purpose of this study was to
determine if a relationship exists between work-family conflict (time-based, strain-based,
behavior-based), job burnout (exhaustion, depersonalization, accomplishment), and
couple burnout in high-stress occupations, using the work-family conflict model. Using
standard multiple regressions, strain-based work-family conflict and behavior-based
work-family conflict were significant predictors of emotional exhaustion,
depersonalization, and couple burnout. Work-family conflict scores predicted levels of
personal accomplishment. In addition, emotional exhaustion was a significant predictor
of couple burnout. This study provided insight into the aspects of work-family conflict
and job burnout and how they predict couple burnout. Future research may include
females, spouses, and other variables that may also predict burnout. Increasing education
on which aspects of work-family conflict and job burnout predict couple burnout can help
to increase awareness and well-being for individuals working in high-stress occupations.
It can also lead to social change by encouraging changes in hiring, training, and support
services, which can increase occupational retainment and allow employees to deliver the
highest level of service to the populations in which they serve.
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Chapter 1: Introduction to the Study
The focus of this research study was to examine the relationship between job
burnout and couple burnout using the work-family conflict model. In this study, I
explored how the three dimensions of job burnout (emotional exhaustion,
depersonalization, and personal accomplishment) predict couple burnout in known
stressful occupations using the three types of work-family conflict as the theoretical
construct. One of the most common sources of stress is one’s job and the struggle to
balance the demands of one’s job with the demands of one’s family and/or romantic
relationship (Carlson, Kacmar, & Williams (2000). Stress in one of these areas may
spillover into the other, such as how the feeling of burnout at work can lead to the feeling
of burnout in one’s relationship, the basis of this study. Prior research in this area has not
examined any direct relationships between the factors of each type of burnout or the
nature of their relationship. Furthermore, I did not find any studies that have focused on
all three dimensions of job burnout and work-family conflict and how they relate to
couple burnout. This study provided insights into the relationship between job burnout
and couple burnout using the work-family conflict model.
This study addressed a gap in the literature by examining which factors of job
burnout and work-family conflict predict couple burnout. To address this gap, this study
focused on correctional staff, law enforcement, and fire fighters, as they have been
identified as highly stressful fields (see Hall, Dollard, Tuckey, Winefield, & Thompson
2010; Hartley, Davila, Marquart, & Mullings, 2013; Pole, Neylan, Otte, Henn-Hasse,
Metzler, & Marmar, 2009). This study is important because firefighters, police officers,
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and corrections officers have very important jobs. They help, protect, and serve the
public. Society expects them to be mentally and emotionally capable of doing their job
above and beyond the call of duty. If these individuals are under constant stress that
continues to seep into other parts of their life without being coped with, that affects their
ability not only to serve their family but to serve society. It is important to identify which
factors of work-family conflict and job burnout can lead to couple burnout to mitigate
those factors and maintain the emotional and cognitive well-being of these three very
important occupations in society.
In Chapter 1, I reviewed the background of the study and explain the problem
statement. The research questions are listed, along with the theoretical framework and
nature of the study, which will be discussed in more detail in Chapters 2 and 3. This
chapter concludes with a discussion of the limitations and significance of the study.
Background
Research has shown that work-related stress may spillover into one’s personal or
family life by negatively affecting one’s physical and emotional interactions with one’s
family or significant other (Hall et al., 2010). Bolger, DeLongis, Kessler, and Washington
(1989) conducted a study that looked at how work stress and overload related to behavior
at home. The researchers defined overload as the depletion of time and energy in which
individuals do not have the resources to meet the demands of their busy lives (Bolger et
al., 1989). They found that arguments occurred more at home than at work, meaning that
the couples were bringing their stress home with them (Bolger et al., 1989). Researchers
also found that home stress overloads lead to work stress overloads, spousal arguments
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lead to work arguments, and arguments with children lead to overloads at home and at
work (Bolger et al., 1989). Thus, stress spills over from work to home and from home to
work. Though the results were influential, the researchers did not examine the type of
work these individuals did or whether they experienced job burnout.
Similarly, Wagner, Barnes, and Scott (2014) examined how emotional labor spills
into other areas of one’s life. They measured emotional labor through surface acting and
anxiety, and they looked at whether each was related to emotional exhaustion, workfamily conflict, and insomnia (Wagner et al., 2014). They found that surface acting is
correlated to an increased level of emotional exhaustion, work-family conflict, and
insomnia (Wagner et al., 2014). While this study shows a link between work-related
stress and one’s well-being, they only looked at bus drivers and only one dimension of
work-related stress; surface acting (Wagner et al., 2014)
Neff and Karney (2004) also researched how external stress can affect other areas
of one’s life, such as one’s marital relationship. They looked at both acute and chronic
stressors in relation to one’s relationship perceptions. They found that stress spillover
may have consequences for marital development in the long run; wives who were more
reactive to external stress also experienced a decline in marital satisfaction over time
(Neff & Karney, 2004). Neff and Karney’s study clearly shows a relationship between
stress and marital relationships, but it focuses on general external stressors, not workrelated stressors.
Cowlishaw, Evans, and McLennan (2010) specifically focused on the impact of
work-related stressors on marital relationships. They used the work-family conflict model

4
to predict outcomes for the partners of volunteer emergency service workers:fire fighters,
ambulance officers, and emergency rescue volunteers (Cowlishaw et al., 2010). They
found that interrole conflict, balancing work and family life, lead to an increase in
withdrawn behavior and a decrease in intimacy in married couples (Cowlishaw et al.,
2010). The study done by Cowlishaw et al. (2010) added to the current research that
work-family conflict has implications for personal relationships, but it focused on
volunteer workers as opposed to paid employees and did not look at the relationship
between work-related stress and couple burnout.
Several studies have focused on job burnout and its implications on other areas of
one’s life. Lambert Hogan, and Altheimer (2010) looked at the relationship between
work-family conflict and job burnout in correctional officers. They found that family on
work conflict had a positive relationship with job burnout, and overall, problems at home
followed officers to the workplace and workplace problems followed officers’ home
(Lambert et al., 2010). Lambert et al.’s study looked at work-family conflict in relation to
job burnout, while my study aims to look at work-family conflict in relation to job
burnout and how both predict couple burnout.
Most like my study is the work done by Pines, Neal, Hammer, and Icekson
(2011). They conducted a study that looked at job burnout and couple burnout in
sandwiched-generation couples (couples caring for both children and their own parents;
Pines et al., 2011). They researched the relationship between job burnout and couple
burnout, focusing primarily on the emotional exhaustion aspect of job burnout (Pines et
al., 2011). The study done by Pines et al. (2011) established a relationship between job
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burnout and couple burnout. However, Pines et al (2011) did not establish any direct
relationships for each type of burnout, and they only focused on the emotional exhaustion
aspect of burnout, not all three dimensions.
The present study adds to the current literature in that it used the work-family
conflict model to improve the understanding of which aspects of job burnout (emotional
exhaustion, depersonalization, personal accomplishment) predict couple burnout in
known-to-be stressful occupations: correctional staff, police officers, and fire fighters.
Problem Statement
Stress is of the most commonly researched areas in the field of psychology. Stress
can come from many sources and permeate many areas of one’s life. One of the most
common sources of stress is one’s job and the struggle to balance the demands of one’s
job with the demands of one’s family and/or romantic relationship (Carlson et al., 2000).
Under the work-family conflict model (Carlson et al., 2000), demands from both work
and home are incompatible; participation in one of those roles is made more difficult by
participating in the other, and stress or strain from work may lead to strain experienced at
home (Frone, 2003; Vieira, ÁVila, & Matos, 2012). For individuals work in highly
stressful occupations in which prolonged stressors can affect their emotional and
cognitive well-being, and thus their ability to adequately perform their job
responsibilities, the ability to balance one’s work and home life is a growing issue in this
country (Zekeck, 1992).
Research has shown that stress crossover from work to home and the struggle to
maintain a healthy balance may impact family life and interpersonal relationships (Bolger
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et al,, 1989). Working mothers and fathers struggle to meet the demands of their work
and family roles daily (Goldberg, Greenberger, Hamill, & O’Neil, 1992). The struggle to
balance work and home life may affect marital and romantic relationships by affecting
one’s physical and emotional well-being (Frone, 2000; Hall et al., 2010). In terms of
one’s romantic relationship, work-family conflict and crossover may lead to withdrawn
behavior and lower intimacy (Cowlishaw et al., 2010) and individuals with high workrelated stress may have less motivation to engage with one’s partner (Wagner et al.,
2014). Furthermore, stress spillover may have consequences for martial development
over time (Neff & Karney, 2004). Thus, the research shows that there is a clear
relationship between work-related stress and interpersonal stress and maintaining a
balance between the two.
Work-related stress has many implications on other areas of one’s life. Prolonged
or repeated exposure to work-related stress may lead to job burnout (Cherniss, 1980).
According to Maslach (1982), job burnout refers to the emotional, psychological, and
social withdrawal from one’s job, and it tends to occur after a prolonged exposure to
stressors and/or the loss of valuable resources. Like work-related stress in general, job
burnout, which is defined through emotional exhaustion, depersonalization, and
diminished personal accomplishment, has been shown to lead to withdrawal both at work
and at home (Burke & Deszca, 1986; Garner, Knight, & Simpson, 2007). In addition,
work-family conflict has been found to be positively associated with job burnout
(Lambert et al., 2010).
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As noted, stress may spillover from work to home, and burnout may work the
same way. For example, if one is burnt out at work, it is likely for that feeling of burnout
to spill over into other areas of one’s life, such as one’s romantic relationship (Bakker,
2009). Couple burnout is seen as a breaking point in the relationship (Pines & Nunes,
2003). Couple burnout refers to physical, emotional, and mental exhaustion as it applies
to one’s relationship (Pines & Nunes, 2003). In unmarried individuals, couple burnout
may lead to a cyclical ending of relationships, and in married individuals, couple burnout
may lead to divorce (Pines, 1996). As supported by the work-family-conflict theory, such
stressful and disruptive changes in one’s personal life may be associated with burnout,
thus supporting the interactive nature of couple and job burnout (Mather, Blom, &
Svedberg, 2014).
Pines et al. (2011) conducted a study in which they found that job burnout and
couple burnout were correlated in sandwiched-generation couples. However, they did not
establish any direct relationships between the factors of each type of burnout or examine
the nature of the relationship, and they only focused on the emotional exhaustion aspect
of burnout, not all three dimensions (Pines et al., 2011). I was unable to find any studies
that have looked at all dimensions of job burnout and work-family conflict in relation to
couple burnout. This study adds to the current literature in that it will examine which
aspects of job burnout also predict couple burnout, using the work-family conflict model.
Purpose of the Study
In a society in which police officers, firefighters and corrections officers are held
to high expectations, it is important to identify areas of stress that may hinder their ability
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to perform their daily job tasks successfully. Prolonged exposure to stress can affect
various aspects of one life and affect one’s emotional and cognitive well-being (Maslach
et al, 2001). It is important to identify which aspects of work-family conflict predict job
burnout and couple burnout, and which aspects of job burnout predict couple burnout in
order to provide support to those in key societal roles. This study addressed a gap in the
literature by examining which factors of job burnout and work-family conflict predict
couple burnout. To address this gap, I focused on the highly stressful fields of
corrections, law enforcement, and firefighting (see Hall et al., 2010; Hartley et al., 2013;
Pole et al., 2009). This quantitative study provided insights into the relationship between
job burnout and couple burnout using the work-family conflict model. The purpose of
this study was to examine the relationship between job burnout (exhaustion,
depersonalization, accomplishment) and couple burnout using the work-family conflict
model for couples in which one individual works in a highly stressful field (corrections,
law enforcement, or firefighting). The dependent variable was couple burnout and the
independent variables were work family conflict and job burnout.
Research Questions and Hypotheses
The purpose of this study was to examine the relationship among work-family
conflict (time-based, strain-based, behavior-based), job burnout (exhaustion,
depersonalization, accomplishment), and couple burnout in correctional staff, police
officers, and fire fighters.
This study addressed the following research questions:
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RQ1: To what extent is work-family conflict (strain-based, time-based, behaviorbased), as measured by the Work Family Conflict Scale (WFCS), related to job burnout
(emotional availability, depersonalization, personal accomplishment), as measured by the
Maslach Burnout Inventory (MBI)I?
H01: Work-family conflict (strain-based, time-based, behavior-based) is not
significantly related to job burnout (emotional availability, depersonalization, personal
accomplishment).
Ha1: Work-family conflict (strain-based, time-based, behavior-based) is
significantly related to job burnout (emotional availability, depersonalization, personal
accomplishment).
RQ2: To what extent is work-family conflict (strain-based, time-based, behaviorbased), as measured by the WFCS, related to couple burnout, as measured by the Couple
Burnout Measure (CBM)?
H02: Work-family conflict (strain-based, time-based, behavior-based) is not
significantly related to couple burnout.
Ha2: Work-family conflict (strain-based, time-based, behavior-based) is
significantly related to couple burnout.
RQ3: To what extent is job burnout (emotional availability, depersonalization,
personal accomplishment), as measured by the MBI, related to couple burnout, as
measured by the CBM?
H03: Job burnout (emotional availability, depersonalization, personal
accomplishment) is not significantly related to couple burnout.
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Ha3: Job burnout (emotional availability, depersonalization, personal
accomplishment) is significantly related to couple burnout.
Theoretical/Conceptual Framework
An individual’s two major domains are work and home. Sometimes one domain
spills over into the other, and sometimes the pressure from one domain is incompatible
with the other (Lambert et al., 2010). The work-family conflict model, which will be
discussed further in Chapter 2, refers to interrole conflict in which the demands from
work and family are at odds with one another (Carlson et al., 2000; Vieira et al., 2012).
There are two types: work to family conflict and family to work conflict (Greenhaus &
Beutell, 1985). Work-family conflict occurs when an individual performs multiple roles,
for example, worker, spouse, parent, etc. (Carlson et al., 2000; Greenhaus & Beutell,
1985;). Stress or strain from work may lead to strain experienced at home, and stress or
strain at home may lead to strain at work (Bedeian, Burke, & Moffett, 1988; Frone, 2003;
Kinnunen & Mauno, 1998; Suchet & Barling, 1986; Vieira et al., 2012). This stress or
strain that spills over from work to home, or vice versa, can have negative impacts on
one’s marital and home life, as it may lead to intimacy issues, decreased or strained time
with one’s family, job burnout, or couple burnout (Aryee, Luk, Leung, & Lo, 1999,
Guelzow, Bird, & Koball, 1991, Ilies, Huth, Ryan, & Dimotakis, 2015; Kopelman,
Greenhaus, & Connolly, 1983; Lavee & Ben-ari, 2007). The Center for American
Progress and the UC Hastings College of the Law found that 90% of mothers and 95% of
fathers in the United States reported work-family conflict (Williams & Boushey, 2010). It
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is theorized that work-family conflict may impact interpersonal relationships through
couple burnout.
According to the model, there are three types of work-family conflict: time-based,
strain-based, and behavior-based (Greenhaus & Buetell, 1985). Time-based conflict
refers to the fact that time devoted in one role makes it difficult to participate in another
(Greenhaus & Buetell, 1985). Long hours and frequent overtime may disrupt home and
family life and contribute to time-based conflict; time conflicts may lead to a decreased
quality of life and can lead to frustration toward one’s job (Lambert, Hogan, & Barton
2002; Lambert et al., 2010; Shreffler, Meadows, & Davis, 2011). Strain-based conflict is
the strain experienced in one role interferes with participation in another (Greenhaus &
Buetell, 1985). The nature of one’s job (for example, frequent exposure to traumatic
events or perceived dangerousness of one’s job) may contribute to strain-based conflict
because one’s significant other may not be able to relate (Lambert et al., 2006; Lambert
et al., 2010), it may lead to numbing, which may cause one to withdraw from one’s job,
and it may lead to withdrawn behavior and predict intimacy and partner distress
(Cowlishaw et al., 2010; Lambert et al., 2006; Lambert et al., 2010). Behavior-based
conflict is the specific behaviors of one role are incompatible with the behavior
expectations in another (Greenhaus & Beutell, 1985; Netermeyer, Boles, & McMurrian,
1996). It may prove difficult to change personalities from one role to another. This may
cause frustration, resentment, emotional drainage, and difficulty interacting with others
(Lambert et al., 2010). While stress spillover can manifest in different ways, the research
shows that stress from work lead to stress at home and vice versa.
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Nature of the Study
The nature of this study was quantitative. The relationship between the
independent variables, work-family conflict and job burnout, and the dependent variable,
couple burnout, was assessed using a nonexperimental correlational design. This design
examined the relationships between variables and is often used with survey research in
which data is collected from a population at one specific time (Frankfort-Nachmias &
Nachmias, 2008). I used a correlational design using standard multiple regressions. Data
was obtained from firefighters, police officers, and corrections officers in the greater New
York area. A quantitative analysis was the most efficient way to gather data from this
large population. The data was analyzed using SPSS.
Definitions
Behavior-based conflict: This refers to the specific behaviors of one role are
incompatible with the behavior expectations in another (Greenhaus & Beutell, 1985).
Burnout: This is defined as a prolonged or repeated exposure to a specific stressor
that often leads to exhaustion, emotionally and physically (Schaufeli, Maslach, & Marek,
1993).
Couple burnout: This refers to a state of physical, emotional, and mental
exhaustion as it applies to one’s relationship (Pines & Nunes, 2003).
Depersonalization: This is one of the three predictors of burnout; the act of
distancing oneself from one’s job, usually cognitively, and is often a result of exhaustion
(Maslach, Schaufeli, & Leiter, 2001).
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Emotional exhaustion: This is one of the three predictors of burnout; the practice
of distancing oneself emotionally and cognitively from one’s job (Maslach et al., 2001).
Family-work conflict: This is the idea that individuals who are stressed at home
often bring that stress to work with them (Frone, 2003).
Job burnout: This is defined as a prolonged or repeated exposure to work-related
stress (Cherniss, 1980).
Personal accomplishment (inefficacy): This is one of the three predictors of
burnout: a feeling that one is unable to accomplish one’s daily work tasks, usually due to
exhaustion or cynicism (Maslach et al., 2001).
Strain-based conflict: This refers to the strain experienced in one role interferes
with participation in another (Greenhaus & Beutell, 1985).
Time-based conflict: This refers to the time devoted in one role that makes it
difficult to participate in another (Greenhaus & Beutell, 1985).
Work-family conflict: This is the idea that individuals who are stressed at work
often bring that stress home with them (Frone, 2003).
Assumptions
There were several assumptions pertinent to this study. I assumed that the subjects
completing the survey answered honestly. A statement reminding the subjects about the
importance of this survey and scientific integrity is assumed to have a positive effect on
the honesty of the participants. I assumed that the subjects completing the survey
carefully read and understood the items as they are written and that their answers
reflected what the item intends to measure. I assumed that WFCS measured what it
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intended to measure. This scale is a collaboration of several existing measures of workfamily conflict that Carlson pieced together to create a scale that covered all three
measures of work-family conflict: time-based, behavior-based, and strain-based (Carlson
et al., 2000). A Cronbach’s alpha was conducted to verify the reliability of the survey.
Scope and Delimitations
The scope of this study was on job burnout and couple burnout, using the workfamily conflict model. However, in order to discuss job burnout, I discussed work-related
stress and how it affects job burnout. Like couple burnout, which is not a frequently used
term in psychological-related research, one must also cover romantic relationships and
how they are impacted by stress. Furthermore, how those relationships are affected if a
couple has any children, both partners work full-time jobs, and how one’s work stress
may affect the relationship. I chose to focus on job fields that are notoriously stressful:
law enforcement, firefighting, and corrections.
It was difficult to choose where to draw the lines in this study, as there are many
variables related to stress and interpersonal relationships. It is difficult to talk about workrelated stress without also talking about stress in general, so the literature review covers
both. I also found it important to choose a direction of work-family conflict: work to
family conflict or family to work conflict. I found it would be too exhaustive and too
wide in scope to include both occurrences. Finally, there is very little research involving
the term couple burnout. Therefore, the literature review also includes research pertaining
to marital stress and the interaction of stress and romantic relationships (see Conger,
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Lorenz, Elder Jr., Simons, & Ge, 1993; Jayaratne, Chess, & Kunkel., 1986; Lazarus,
1999; Schaefer, Coyne, & Lazarus, 1981; Vinokur, Price, & Caplan, 1996).
The delimitations in this study stemmed from the selection of participants in the
New York Metropolitan area. Participants came from several different firehouses and
police precincts, as well as a jail. I had originally planned to use the following inclusion
criteria: participants must work full-time, their partners must work full time, and
participants must be on the job for 5 years. As discussed in Chapter 4, those inclusion
criteria were abandoned in the interest of data collection.
Limitations
There were many treats to validity to consider in this study. One of the most
important was the sampling of participants. Because I used a convenience sample, my
participants were not obtained by random sampling. This is a threat to validity because
nonrandom samples have lower validity than random samples (Frankfort-Nachmias &
Nachmias, 2008). I did, however, attempt to collect data from a wide range of firehouses
and police precincts, so that my data was generalizable. Generalizability adds external
validity to a study, which will help balance the threat to validity that the non-random
sample will impose (Frankfort-Nachmias & Nachmias, 2008). An additional sampling
threat was that I only had access to one correctional facility. My correction officer
population only came from a jail, as opposed to a prison. As a result, my data from that
population is not generalizable to all correction officers, but only those who work in jails.
There were also threats to internal validity. Based on the questionnaires,
participants may have realized what I was attempting to study, and thus, testing might
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lead to inaccurate results. If participants realized that I was looking to study the quality
and quantity of time they spend with their family, they may have fabricated their answers
or told me what they thought I want to hear. Police officers are thought to be suspicious,
cynical, and distrusting, which may cause them not to want to take a survey (Balch,
1972). Firefighters have been found to not be open, which may cause them not to want to
complete a questionnaire that they might find personal (Wagner, Martin, & McFee,
2009). Correction officers have been found to have a tough image, which may cause them
to deny their own stress and/or problems and therefore not accurately complete my
questionnaires or answer them in a way that makes them look good and is not truthful
(Cheek & Miller, 1983). Thus, my choice of population may have imposed a limitation to
my study.
Another threat to validity was the ability to draw clear, accurate conclusions. It is
sometimes difficult to draw causal relationships in quasi-experimental designs, such as
correlational designs (Frankfort-Nachmias & Nachmias, 2008). While I may have found
that there are predictors of couple burnout, that does not mean that they are causal
variables. This is a known limitation to using correlational designs; however, this design
was most appropriate to my research.
A final threat to validity was that my participants may have felt stress from other
aspects of their life, just as much as they did from work, or even more so. My study
focused on two variables that may be related to couple burnout: work-family conflict and
job burnout. There are several variables that may lead to couple burnout, but I only
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studied two of them. Thus, it is possible that I found a correlation between my variables
but that a third or fourth variable accounted for the variance.
Significance
This study addressed a gap in the literature by examining which factors of job
burnout predict couple burnout in firefighters, police officers, and corrections officers.
This study was unique in that it attempted to research an area of career-related stress that
had not been studied in the manner of the present study. That is, to understand how all
three dimensions of job burnout (emotional exhaustion, depersonalization, personal
accomplishment) predict couple burnout in individuals with high-stress occupations.
This study is important because in a society in which divorce is on the rise, and
job burnout and work-family conflict may contribute to the rate of divorce, this study
may help shed light on which factors of job burnout led to issues in interpersonal
relationships, as shown through couple burnout. In understanding which factors of workfamily conflict and job burnout most predict couple burnout there are implications for
further research on how to mitigate those factors and potentially decrease the rate of
divorce of individuals in high-stress occupations. Firefighters (Baumann, Gohn, &
Bonner, 2011), law enforcement officers (Callanan & Rosenberger, 2011), and correction
officers (Finney, Steriogpoulos, Hensel, Bonato, & Dewa, 2013) also have high
expectations from society. If their emotional and cognitive well-being is compromised, it
can affect their job performance, which can negatively impact society and affect lives.
Thus, addressing the cyclical nature of job burnout and couple burnout may lead to
increased well-being in society.
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This research study has the potential to create positive social change. These
research findings indicate that working in certain known to be stressful fields has
unforeseen costs. It has been determined that job burnout leads to couple burnout,
meaning that the increases of emotional exhaustion and depersonalization and decreases
in personal accomplishment may lead to an increase in ended relationships/divorce,
which has implications for the couple involved and any children that they may have
(Pines & Nunes 2003). Thus, addressing the cyclical nature of job burnout and couple
burnout may lead to increased well-being in society: physically, emotionally, and
psychologically.
Summary
In Chapter 1, I reviewed the purpose of the study, which was to examine the how
job burnout and work-family conflict predict couple burnout. I also discussed the
background, problem statement, and the purpose of the study. While research has been
done separately on the three aspects of job burnout, work-family conflict, and couple
burnout, no found research studies have concurrently examined all dimensions of job
burnout and work-family conflict in relation to couple burnout. Chapter 1 also included
descriptions of the three research questions, the theoretical framework, and the nature of
the study. The significance and limitations were discussed as well.
Chapter 2 of this study will include a thorough review of the current literature
pertaining to work-family conflict, job burnout, and couple burnout, as well as how these
variables are associated with general job-related stress. In addition, because couple
burnout is an under researched area, studies on job burnout and work-related stress, and
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their relationship with overall marital stress and the effects of the stress that spillover
from one domain into another, such as work to family conflict and family to work
conflict, will be included as well.
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Chapter 2: Literature Review
Introduction
Chapter 2 presents an overview of the literature related to work-family conflict,
job burnout, and couple burnout, which is the purpose of this quantitative study. The
literature review also includes how these variables are related to general job-related
stress, as it is a common factor in all three variables. The literature review that follows
was guided by a search to assess the relationship between job-related stress and job
burnout and how those variables impact romantic relationships, while focusing on the
work-family conflict model. In addition, since couple burnout is an under researched
area, studies on job burnout and work-related stress and their relationship with overall
marital stress and the effects of the stress that spillover from one domain into another,
such as work to family conflict and family to work conflict, have been included as well.
This chapter begins with a discussion of the work-family conflict theoretical
model (see Carlson et al., 2000; Greenhaus & Beutell, 1985; Vieira et al., 2012). It
follows with a discussion of general stress and work-related stress issues, what factors
most lead to general and work-related stress, and the implications of stressors on one’s
life and well-being. The chapter goes on to discuss the work-family conflict model and
how it relates to the study, highlighting research that focuses on how it manifests itself in
the individual and its implications on one’s life and well-being. The discussion concludes
with factors related to job burnout, specifics related to fire fighters, police officers, and
correction officers, and the impact of burnout on the individual and organizational level.
The chapter concludes with couple burnout and research related to that area.
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Literature Search Strategy
A search strategy was implemented using Walden University Library’s multiple
databases (PsycInfo , psycARTICLES, SAGE Full-Text, EBSCOHOST). Most of the
research was conducted using Google Scholar since the other databases seemed far more
limited in which publications were included in the searches. I attempted to gather as
much research as I could from the previous 5 years, however, that only lead to a handful
of studies. I opened my search to include studies from the previous 20 years and had
much more success. The following search terms were applied: work stress, occupational
stress, burnout, job burnout, couple burnout, work-family conflict, marriage, marital
burnout, relationship burnout, intimacy, well-being, corrections officer, fire fighter,
police officer, law enforcement, depression, general stress, shift work, and spillover.
Theoretical Foundation
An individual’s two major domains are work and home. Sometimes one domain
spills over into the other, and sometimes the pressure from one domain is incompatible
with the other (Lambert et al., 2010). The work-family conflict model refers to interrole
conflict in which the demands from work and family are at odds with one another (see
Carlson et al., 2000; Vieira et al., 2012). There are two types: work to family conflict and
family to work conflict (Greenhaus & Beutell, 1985). Work-family conflict occurs when
an individual performs multiple roles, for example, worker, spouse, parent, etc. (see
Carlson et al., 2000; Greenhaus & Beutell, 1985;). Stress or strain from work may lead to
strain experienced at home, and stress or strain at home may lead to strain at work (see
Bedeian et al., 1988; Frone, 2003; Kinnunen & Mauno, 1998; Suchet & Barling, 1986;
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Vieira et al., 2012). This stress or strain that spills over from work to home, or vice versa,
can have negative impacts on one’s marital and home life, as it may lead to intimacy
issues, decreased or strained time with one’s family, job burnout, or couple burnout (see
Aryee et al., 1999, Guelzow et al., 1991, Ilies et al., 2015; Kopelman et al., 1983; Lavee
& Ben-ari, 2007). The Center for American Progress and the UC Hastings College of the
Law found that 90% of mothers and 95% of fathers in the United States reported workfamily conflict (Williams & Boushey, 2010). It is theorized that work-family conflict
may impact interpersonal relationships through couple burnout.
According to the model, there are three types of work-family conflict: time-based,
strain-based, and behavior-based (Greenhaus & Buetell, 1985). Time-based conflict
refers to the fact that time devoted in one role makes it difficult to participate in another
(Greenhaus & Buetell, 1985). Long hours and frequent overtime may disrupt home and
family life and contribute to time-based conflict; time conflicts may lead to a decreased
quality of life and can lead to frustration toward one’s job (see Lambert et al., 2002;
Lambert et al., 2010; Shreffler et al., 2011). Strain-based conflict is the strain experienced
in one role interferes with participation in another (Greenhaus & Buetell, 1985). The
nature of one’s job (for example, frequent exposure to traumatic events or perceived
dangerousness of one’s job) may contribute to strain-based conflict because one’s
significant other may not be able to relate (Lambert Hogan, Camp, & Ventura, 2006;
Lambert et al., 2010). It may also lead to numbing, which may cause one to withdraw
from one’s job, and it may lead to withdrawn behavior and predict intimacy and partner
distress (see Cowlishaw et al., 2010; Lambert et al., 2006; Lambert et al., 2010).
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Behavior-based conflict is the specific behaviors of one role are incompatible with the
behavior expectations in another (see Greenhaus & Beutell, 1985; Netermeyer et al.,
1996). It may prove difficult to change personalities from one role to another and this
may cause frustration, resentment, emotional drainage, and difficulty interacting with
others (Lambert et al., 2010). While stress spillover can manifest in different ways, the
research shows that stress from work lead to stress at home and vice versa.
In today’s society, the concept of work-family conflict is very important. In 2015,
48% of married couples in the United States were dual-earner couples, with both a
working mother and a working father (Bureau of Labor Statistics, 2015). Thus, in order
to examine one’s experiences in work and at home, one must also examine how the two
experiences interact with one another.
Work-Family Conflict
One’s stress at work may lead to one’s stress at home. The balancing act of
maintaining one’s well-being both at work and at home can be challenging (Goldberg et
al., 1992). As a result, many individuals who are stressed at the workplace often bring
that stress home with them in some capacity (Frone, 2003). There are many factors that
contribute to work-family conflict, as well as many negative outcomes associated with it.
Several studies have researched work-family conflict and its many sources. An
individual’s commitment to his/her occupation has also been found to be a source of
work-family conflict (see Beutell & Greenhaus, 1982; Burke et al., 1980; Frone & Rice,
1987; Greenhaus & Beutell, 1985). The number of hours one works a week is also related
to work-family conflict, as less time at home means less time to help with household
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responsibilities (see Greenhaus & Beutell, 1985; Lorech, Russell, & Rush, 1989; Pleck,
Staines, & Lang, 1980; Voydanoff, 1988). A lack of sleep has also been associated with
work-family conflict in firefighters, as it increases stress and lowers one’s satisfaction
with parenting and children’s behavior (Shreffler et al., 2011). Shift work has also been
found to cause work-family conflict and have a negative influence on the marital
relationship (Costa, 1996, Grosswald, 2002). In addition, a common area of chronic stress
in a household involves finances and being able to pay bills (Young & Schieman, 2012).
The threat to a family’s security and stability through work-related can put strain on the
family unit. The lack of spousal support has also been linked to work-family conflict (see
Burke, Weir, & Duwars, 1980; Holahan & Gilbert, 1979; Houseknecht & Macke, 1981;
Lorech et al., 1989; Suchet & Barling, 1986). Thus, the balancing act of work life and
family life can be influenced by many factors, and working in a high stress occupation
may make it even harder to achieve that balance.
In addition, the spillover from one domain of one’s life to another may stem from
life role salience. Role salience refers to an individual’s desire to be successful in one life
role, which leads them to devote more time and energy to that role (such as work) while
neglecting others (such as one’s family), increasing one’s susceptibility to stress (Aryee,
1992). This susceptibility to stress is increased when more than one role has high
salience. In relation to role salience, Noor (2004) found that women experienced familywork conflict due a women’s need to maintain to job-related self-image that is directly
related to one’s well-being and that rewards from work are directly related to the wellbeing of one’s family.
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Child-rearing also impacts work-family conflict. The demands of being a parent,
the number of children one has, and the ages of the children one has are all related to
work-family conflict as these all add to one’s familial demands and increase one’s level
of stress (see Bedeian, Burke, & Moffett, 1988; Lorech et al., 1989; Voydanoff, 1988).
Parenting makes it even harder to balance one’s work and family demands, especially
when parenting preschoolers (Aryee, 1992). Barnett and Baruch (1985) found that
mothers experience higher levels of stress and work-family conflict compared to women
who did not have children. Thus, couples with children may have a more difficult time
achieving a work home balance than couples without children.
The nature of one’s occupation may also impact work-family conflict. Lowry
(2008) found that firefighters reported stress in attempting to maintain a balance between
work and home life. Some firefighters experienced feelings of detachment and irritability
due to irregular sleep patterns (Lowry, 2008). Griffin (2006) found that work-family
conflict is a strong predictor of job stress in firefighters. Similarly, police officers
experience work-family conflict through their shift work and emotional control
(Amaranto, Steinberg, Castellano, & Mitchell, 2003). They often find it difficult to
detach from their job role in which they are expected not to show emotion; this can affect
their emotional availability in the home (Amaranto et al., 2003). Work-family conflict is
also common in corrections. A correction officer may be asked to work overtime, causing
the officer to miss a holiday or important family event; they may also take frustrations
they have had at work home with them, affecting their interactions with family members
(Lambert et al., 2010). Thus, individuals who work in highly stressful occupations may
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be more susceptible to work family conflict than other occupations just because of the
nature of their job.
There are many outcomes related to work-family conflict. Work-family conflict,
work stressors, and family-role stressors are associated with an increased level of overall
life stress (Parasuraman, Greenhaus, & Granrose, 1992). Furthermore, Kinnunen and
Mauno (1998) found that work-family conflict had a negative impact on one’s
occupational well-being. Similarly, research has shown that work-family conflict is
associated with lower levels of life satisfaction (see Allen, Herst, Bruck, & Sutton, 2000;
Aryee, 1992; Higgins & Dixbury, 1992). Thus, work-family conflict has consequences on
many aspects of one’s life, including both work-related and nonwork-related
consequences (Lu et al., 2009).
Work-family conflict has many implications for the workplace. As work-family
conflict increases, job satisfaction decreases, organizational commitment decreases (see
Allen et al., 2000; Netermeyer et al., 1996), and absenteeism increases (Kirchmeyer &
Cohen, 1999). Work-family conflict also leads to higher levels of turnover and intentions
to leave an organization (Allen et al., 2000). Work-family conflict has also been found to
negatively impact job performance as it has been found to be associated with negative
health-related outcomes such as depression, heavy alcohol use, and hypertension, which
lead to higher levels of absenteeism and turnover (Frone, Russell, & Cooper, 1997).
Thus, work family conflict is not just an issue for the individual, it impacts workplaces as
well.
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Work-family conflict can also have psychological and physical effects on an
individual. When one’s job interferes with other aspects of one’s life, psychological strain
increases (O’Driscoll et al., 1992). Work-family conflict is also associated with an
increase in anxiety and irritability/hostility (Beatty, 1996). Frone et al., (1997) found that
work-family conflict is related to overall physical health. It is also associated with higher
blood pressure levels (see Thomas & Ganster, 1995), depression (see Beatty, 1996;
Frone, Russell, & Cooper, 1992; Netermeyer et al., 1996), hypertension (see Frone et al.,
1997) and lower overall energy levels (see Googins, 1991). Work-family conflict is also
associated with high levels of alcohol and substance use (Wang et al., 2010). Thus, work
family conflict can have physical and psychological implications on an individual.
Work-family conflict generally impacts the family unit. Work-family conflict is
negatively related to general family satisfaction (see Aryee et al., 1999; Ilies et al., 2015;
Kopelman et al., 1983). It is also related to increased family distress (Frone et al., 1992).
Working mothers and fathers struggle to meet the demands of their work and family roles
on a daily basis. They often experience role strain, or the inability to meet the demands of
both home and work life (Goldberg et al., 1992). Furthermore, working in high-demand
and high-stress occupations, such as firefighting, law enforcement, and corrections, can
have unforeseen losses for one’s family (see Regehr, Dimitropoulos, Bright, George, &
Henderson 2005). They may have physical losses by not being able to spend time with
one’s family, emotional absences stemming from exposure to traumatic events, and a loss
of a certain and secure future because they are faced with death daily (Regehr et al.,
2005). Thus, work family conflict can negatively impact the family unit in many ways.
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Work-family conflict has also been found to impact one’s romantic relationships
(see Conger, Lorenz, Elder Jr., Simons, & Ge, 1993; Jayaratne et al., 1986; Lazarus,
1999; Schaefer, Coyne, & Lazarus, 1981; Vinokur, Price, & Caplan, 1996). Work-family
conflict is related to affective marital stress, as working parents find it difficult to spend
time with their family, and they often split familial needs between the two parents and
generally struggle to meet the needs of their children (Guelzow et al., 1991). Lavee and
Ben-ari (2007) found that work-stress impacted one’s mood at home and resulted in
physical and emotional distance on stressful workdays. Furthermore, closeness in a
relationship is mediated by one’s emotional states, and when work experiences spillover
into one’s home life it, often negatively affects one’s mood at home (Lavee & Ben-ari,
2007). In strong relationships, one partner’s stress from work often crosses over into the
other partner’s mood (Lavee & Ben-ari, 2007). In addition, because work-family conflict
has been shown to affect one’s physical and emotional well-being, it may affect the
relationship one has with others (Frone, 2000; Hall et al., 2010). Research has also shown
that work-family conflict and crossover may lead to withdrawn behavior and lower levels
of intimacy (Cowlishaw et al., 2010). In general, individuals with high work-related
stress may have less motivation to engage with one’s partner (Wagner et al., 2004).
Furthermore, external stress may be linked to internal relationship processes, and
stressful experiences have been associated with marital quality over time (Neff &
Karney, 2004). It is also important to note that work-family conflict can impact
individuals of all types of family situations, regardless of gender, ethnicity, marital status,
or parental status, as conflict is a result of one’s psychological perception. That is,
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individuals experience conflict differently, and individuals from all demographics
experience it, but it’s perceived differently in each individual (Grant-Vallone &
Donaldson, 2001).
Work-family conflict has also been found to impact one’s parenting role.
Individuals who have children and experience work-family conflict often experience
increased pressure within a marriage, which contributes to stress and lower satisfaction
with life (Brett, Stroh, & Reilly, 1992). In addition, juggling work and family has been
associated with overall distress in all parents (Williams & Alliger, 1994). Work-stressed
parents tend to be less socially involved and less expressive with their emotions in
relation to their home life (Repetti, 1989; Westman & Vinokur, 1998). Researchers found
that work stress among firefighters leads to family stress and working over 60 hours a
week predicted lower satisfaction with their children’s behavior and they perceived a
higher childcare load (Shreffler et al., 2011). Furthermore, work stress has been linked to
parents’ feelings of overload and strain, which in turn predict lower parent-child
acceptance and higher conflict, processes that in turn are related to less positive
adjustment of children and adolescents (Crouter & Bumpus, 2001). Thus, work family
conflict can impact parents and the relationship they have with their children.
Individuals who work in highly stressful fields, such as corrections, law
enforcement, and firefighting, are susceptible to all three types of work-family conflict.
The long hours and frequent overtime associated with these occupations may disrupt
home and family life and contribute to time-based conflict; time conflicts may lead to a
decreased quality of life and can lead to frustration toward one’s job (see Lambert et al.,
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2002; Lambert et al., 2010; Shreffler et al., 2011). The nature of their work (traumatic
events) may contribute to strain-based conflict because their significant other may not be
able to relate (Lambert et al., 2006; Lambert et al., 2010), it may lead to numbing which
may cause one to withdraw from one’s job, and it may lead to withdrawn behavior and
predict intimacy and partner distress (see Cowlishaw et al., 2010; Lambert et al., 2006;
Lambert et al., 2010). Having very different roles at work than at home may lead to
behavior-based conflict, as it may prove difficult to change personalities from one role to
another. This may cause frustration, resentment, emotional drainage, and difficulty
interacting with others (Lambert et al., 2010).
Like work-related stress, work-family conflict is a precursor for job burnout (see
Aryee, 1993; Braunstein-Bercovitz, 2013; Netermeyer et al., 1996; Peeters, Montgomery,
Bakker, & Schaufeli, 2005; Smith, Hughes, DeJoy, & Dyal 2018, Westman et al., 2004).
Specifically, in correction officers, two of the aspects of work-family conflict, strainbased and behavior-based conflict, have been associated with job burnout (Lambert et al.,
2010). Correction officers often have a difficult time transitioning from work to family
roles, and they often bring home emotional stress that can negatively affect a family unit
(Lambert et al., 2010). A more recent study has shown that time-based conflict is
associated with burnout as well (Brauchli, Bauer, & Hämmig, 2011). Furthermore,
Rupert, Stevanovic, & Hunley (2009) found that work-family conflict is significantly
related emotional exhaustion, depersonalization, and personal accomplishment, the three
factors that lead to job burnout.
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Stress
Stress is a common life experience and can influence an individuals’
psychological and physical well-being (Meuwly, Bodenmann, Germann, Bradbury,
Ditzen, & Heinrichs, 2012). Stress is the result of an imbalance between the level of
threat a demand poses and the ability to cope with that demand (Lazarus, 1999). Stress
can come from a number of sources and permeate many areas of one’s life. Individuals
face a number of stressors on a daily basis. For example, one can find stress in
commuting to work (vanHooff, 2014), from being a parent and having children (Parkes,
Sweeting, & White, 2015), from living in an unsafe neighborhood (Agnew, Brezina,
Wright, & Cullen, 2002), from dealing with prejudice or discrimination (Brody et al.,
2006), from financial strain (Haynie, Weiss, & Piquero., 2008), from dealing with an
illness or health issues (Cynthia & Renn, 2007), from one’s romantic relationship or
marriage (Buck & Neff, 2012), or dealing with household finances and making ends meet
(Young & Schieman, 2012). Work-related stress can impact a family on a daily basis
(Butler et al., 2005).
Work Related Stress
Occupational stress, or job stress, is defined as the emotional, cognitive, behavior,
and physiological reaction to aversive aspects of work duties, work environments, and
work organizations. Job stress can have negative implications for one’s physical and
psychological well-being (Mandy & Tinley, 2004). Occupational stress can come from a
variety of sources, including job-related and environment-related sources. Job-related
sources include excessive workloads, long hours, lack of support from colleagues, role

32
frustration, and time pressure (see Adriaenssens, Alutto, 1984; 2015; Caplan, 1987;
Schmitt, Den Hartog, & Belschak, 2015; Williams & Boushey, 2010). Environmentrelated stressors include lack of administrative support or guidance from supervisors,
shift work, lack of ability for promotion or salary increases, lack of job security, and
inadequate training programs (Mosadeghrad, 2013; Skogstad et al., 2014).
Two major sources of job-related occupational stress are excessive workload and
job demands. Research has shown that an overload of work, high emotional job demands,
and a lack of social support may deplete an employee, leading to emotional exhaustion
(Adriaenssens, 2015). Another source of work-related stress stems from a misfit between
the employee and the work performed or the work environment (Caplan, 1987). This is
referred as a role contradiction and results when a person is in a job that is not fit for
her/her skills (Mosedeghrad, 2013). Work-stress may also stem from a lack of leadership
or laissez-faire management (Skogstad et al., 2014). This results when an administrator
actively avoids his/her subordinates and fails to provide leadership (Skogstad et al.,
2014). Parasuraman and Alutto (1984) found that role frustration and time pressure
directly affected one’s level of stress and increased one’s level of anxiety. Recently,
Schmitt, Den Hartog, & Belschak, (2015) found that high levels of work responsibility
were significantly related to emotional exhaustion.
The nature of one’s job may also lead to stress, as some occupations experience
more stress than others. Firefighters, police officers, and correction officers have been
found to experience a great deal of stress due to the nature of their daily work duties (see
Amaranto et al., 2013; Burke, 1994; Chopko, Palmieri, & Adams, 2013; Lourel,
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Abdellaoui, Chevaleyre, Paltrier, & Gana, 2008). For example, one’s work schedule may
denote stress levels. Shift work (working during non-normal work hours) leads to high
job stress and strain and physical and emotional health problems, including metabolic
disorders, cardiovascular disease, and even morbidity (see Fekedulegn, Burchfiel,
Hartley, Andrew, Charles, Tinney-Zara, & Violanti, 2013; Halbesleben, 2009; Jamal &
Baba, 1992; Kandolin, 1993). Individuals who perform shift work also have a high
incidence of sick leave and absenteeism, which leads to productivity loss for an
organization (Fekedulegn et al., 2013). A lack in the ability to have flexible hours and/or
choose the location of one’s work can lead to increased work-related stress (Williams &
Boushey, 2010).
Some occupations experience more stress than others. For example, firefighters,
who work over 60 hours a week, experience high levels of stress (Shreffler et al., 2011).
In addition, high job demands on firefighters predict job burnout (Lourel et al., 2008).
The fire fighter’s schedule may also cause one to miss important holidays and events,
which can lead to ambiguous loss, which occurs when there is uncertainty about a
member’s presence or absence in a family unit and one fails to meet the emotional and
instrumental demands of the family, and may lead to increased stress for the entire family
(Regehr et al., 2005). Dangerous and traumatic working conditions may also lead to
increased job stress and impact one’s overall well-being (Paton & Violanti, 1996).
Similarly, law enforcement is associated with high levels of stress. The shift work
involved in law enforcement can lead to work stress (Fekedulegn et al., 2013).
Fekedulegn et al. (2013) found that officers who work the night shift have higher
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incidences of sick leave. Shift work not only affects an officer’s health, but it puts an
economic burden on police departments (Fekedulegn et al., 2013). Police officers also
experience work stress due to the nature of their job. Exposure to violent incidents and
traumatic events which can be stressful (Amaranto et al., 2013; Chopko, Palmieri, &
Adams, 2013). Police officers also experience organizational stress stemming from
tension between upper management and officers, unfair policies, a lack of support from
fellow officers, unfair punishments, being questioned for their actions, a lack of positive
reinforcement, and low morale within a department (Chopko, Palmieri, & Adams, 2013).
In addition, a lack of control over one’s job, daily workload, and perceived pressure also
lead to work stress in police officers (Pagon, Spector, Cooper, & Lobnikar, 2011).
Correction officers (officers who work in prisons or jails) also experience a great
deal of work-related stress. Women and tenured officers often experience higher levels of
stress, as they often have a perceived lack of support from the agency and they often feel
more stress from their everyday job duties than do men (see Auerbach, Quick, & Pegg,
2003; Dowden & Tellier, 2004). In addition, correction officers experience stress from
the nature of their job, such as through repeated exposure to violence, confrontational
interactions, and putting their life in danger on a daily basis (Burke, 1994). Correction
officers also experience work stress due to role stress, such as when one’s job duties are
ill-defined or in conflict with one another (Hepburn & Knepper, 1993). The conflict of
providing both custody and care conflict with one another and often leads to role stress,
which may increase work stress in correction officers (Dowden & Tellier, 2004; Lambert
et al., 2009). Research has also shown that perceived danger of the job has also been
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shown to increase stress as it lowers their feelings of personal safety (see Castle &
Martin, 2006; Dowden & Tellier, 2004). Correctional officers with low levels of job
satisfaction or plan to leave their job also have higher levels of job stress (Dowden &
Tellier, 2004). Specific job conditions of correction officers have also been found to lead
to stress. These include number of hours worked, salary, and promotional opportunities
(Auerbach et al., 2013).
A common outcome of work-related stress is absenteeism. When work stress gets
to be too much to handle, employees often take personal time off from work (Darr &
Johns, 2008). When employees continually take time off from work, it can negatively
affect an organization as a whole. Another natural consequence of work stress is
termination. Research has shown that high levels of work-related stress may contribute to
voluntary termination (Parasuraman & Alutto, 1984). Work-related stress may also lead
to productivity issues and lower levels of job performance (Barton & Folkard, 1991).
Furthermore, a repeated exposure to work stress can impact overall job satisfaction and
organizational commitment (Lambert et al., 2004).
The consequences of work-related stress are not only confined to the workplace
but may spillover into other areas of one’s life. For example, daily workload and affective
distress are related to work-family conflict, mainly through the effects of emotional
fatigue (Ilies et al., 2015). Workplace stressors, both trauma and non-trauma related, can
lead to lowered levels of marital satisfaction and higher rates of dissolution and divorce
(see Bahr, 1979; Larson & Almeida, 1999; Lavee, McCubbin, & Olson, 1987; Neff &
Karney, 2004; Tesser & Beach, 1998). Work stress may also lead to withdrawal, both at
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work and home, which may have a negative impact on one’s familial relationships
(Cowlishaw et al., 2010). In general, job stress may dampen the quality of one’s marriage
and cause one’s spouse to feel negativity toward the relationship (see Larson &
Alameida, 1999; Thompson & Bolger, 1999).
Work-related stress may also affect one’s overall well-being. It can lead to
increased levels of tension and anxiety (Blau, Light, & Chamlin, 1986). It has also been
found to be a risk factor for depressive symptoms (Melchior et al., 2007) and to be related
to high incidences of illness (Vulcano, Barnes, & Breen, 1984). This has been found
particularly in police officers (Wang et al., 2010). In addition, work-related stress has
been found to lead to an increase in alcoholism (see Chen & Conradi, 2008; Chopko,
Palmieri, & Adams, 2013). Exposure to stress can lead to emotional, mental, and physical
exhaustion in police officers, who tend to suppress emotional stress (Amaranto et al.,
2003). This results in avoidance and dissociation, which may lead to post-traumatic stress
disorder (PTSD), which may lead to aggressiveness, anger, and a need to exert an
increased level of power and control, both at work and at home (Amaranto et al., 2003;
Waters & Ussery, 2007). Work stress may also have physiological effects on correction
officers, such as higher likelihood of developing hypertension, heart attacks, ulcers, and
other stress-related illnesses (Cheek & Miller, 1983). They have also been found to have
lower life expectancies when compared to the national average (Woodruff, 1993).
Finally, long work shifts and lack of sleep negatively impact firefighter’s mental and
physical health (see Artazcoz, Cortex, Escriba-Aguir, Cascant, & Villegas, 2009; Paley &
Tepas, 1994; Von Thaden, 2018)
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Prolonged or repeated exposure to work-related stress may lead to job burnout
(Cherniss, 1980). According to Maslach (1982), job burnout refers to the emotional,
psychological, and social withdrawal from one’s job, and it tends to occur after a
prolonged exposure to stressors and/or the loss of valuable resources. Like work-related
stress in general has been shown to lead to withdrawal both at work and at home (Burke
& Deszca, 1986). Prior research has shown a strong link to work-related stress and
physical and psychological well-being. Research has also shown a strong association
between symptoms of job stress and symptoms of job burnout (Chen & Conradi, 2008).
Job Burnout
Burnout is the result of an extended exposure to stress, and it can stem from a
variety of sources. Prolonged or repeated exposure to work-related stress may lead to job
burnout, as prolonged stress can lead to extreme fatigue and the loss of passion for one’s
job (Maslach et al., 2001). Job burnout is a psychological syndrome that occurs in
response to work stressors and often results from the strain that stems from a misfit
between an employee and his/her occupation (Maslach, 2003). According to Maslach
(1982), job burnout refers to the emotional, psychological, and social withdrawal from
one’s job, and it tends to occur after a prolonged exposure to stressors and/or the loss of
valuable resources. Like work-related stress in general, job burnout which is measured
through emotional exhaustion, depersonalization, and diminished personal
accomplishment, has been shown to lead to withdrawal both at work and at home (see
Burke & Deszca, 1986; Maslach, 1982; Maslach, 2003; Maslach et al. 2000).
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Maslach et al. (2001) has defined three areas of burnout: exhaustion,
depersonalization, and personal accomplishment. Exhaustion is the most common result
of burnout, and it can be both physical and emotional (Maslach et al., 2001).
Depersonalization, which is the act of distancing oneself from one’s job, usually
cognitively, and is often a result of exhaustion; this can lead to a decrease in job
performance (Maslach et al., 2001; Maslach, 2003). Inefficacy, which is reduced personal
accomplishment, often results from a chronic overwhelming of demands; this often
results in conjunction with exhaustion or cynicism (Maslach et al., 2001).
Job burnout has been associated with a number of work-related factors. Job
burnout has been found to be a result of extensive workloads, role conflict, role
ambiguity, lack of control, a lack of feedback, and autonomy at work (see Alacorn, 2011;
Lee & Ashforth, 1996; Maslach et al., 2001; Whiteman & Etzion, 1995). Job demands,
resources, and organizational attitudes are also related to burnout, as lack of managerial
support or feedback can heighten stress levels and lower one’s perception of personal
accomplishment (Alacorn, 2011; Maslach, 2003). High job demands and low resources in
the presence of conflict often lead to job burnout (Maslach, 2003). Furthermore, the
feelings of emotional exhaustion that lead to burnout often occur in a response to distance
oneself emotionally and cognitively from one’s job (Maslach, 2003). Feelings of
overload and social conflict often lead to exhaustion and cynicism in relation to one’s job
(Maslach, 2003).
Burnout has also been related to personal factors. For example, age predicts
burnout. Younger individuals are more likely to burnout compared to those over 30 or 40
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years old (Maslach et al., 2001). The thought is that the lower level of work experience
puts one at risk for burnout earlier in one’s career (Maslach et al., 2001). In addition, men
tend to have higher levels cynicism than women do, and women tend to have higher
levels of exhaustion than men (Maslach et al., 2001). Research has also shown that
unmarried individuals tend to experience burnout more often than married individuals,
and more so than divorced individuals, as they do not have the support system that a
spouse often provides (Maslach et al., 2001). Personality may play a factor as well.
Individuals with low levels of hardiness, an external locus of control, passive coping
strategies, neuroticism, and low self-esteem tend to have higher levels of burnout
(Maslach et al., 2001). Finally, it is thought that one’s expectations at work denote
likelihood of burnout; high expectations lend to working too hard, which leads to
exhaustion and cynicism, which may lead to burnout (Maslach et al., 2001). Based on
prior research, burnout has been associated with both work-related and personal factors.
Burnout can lead to negative outcomes such as withdrawal, anxiety, depression,
sense of failure, drops in self-esteem, substance abuse, fatigue, and loss of motivation
(Schaufeli & Enzmann, 1998; Maslach et al., 2001; Whitehead, 1989). It can also have
negative outcomes for the organization for which someone works, such as absenteeism,
turnover, and low levels of productivity and effectiveness (see Alacorn; 2011; Schaufeli
& Enzmann, 1998; Maslach et al., 2001). Employees who are burnt out often cause
experience personal conflict with other employees and disrupt job tasks. These issues can
also be contagious and spread within a workplace (see Burke & Greenglass, 2001;
Maslach et al., 2001).
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Job burnout is specific to certain occupations. Human services professionals have
been researched in the area of burnout more than other occupations, as the nature of their
work can be emotionally and physically demanding (see White, Aalsma, Holloway,
Adams, & Salyers, 2015; Kop, Euwema, & Schaufeli, 1999). This is because service or
care jobs are often very demanding and emotional exhaustion is a common result of job
overload (Maslach et al., 2001). Included in these professions are police officers, fire
fighters, and correction officers.
Corrections
The daily tasks of a correction officer put him/her at risk for burnout (see Lambert
et al., 2010; Morgan, Van Haveren, & Pearson, 2002). Tenured correction officers may
be at a risk for burnout, brought about by prolonged exposure to stressors (Lindquist &
Whitehead, 1986). In the work environment, lack of input in decision-making, low job
satisfaction, and high job stress have also been found to predict burnout in correction
officers (Lambert et al., 2010). Support from management, administrators, and coworkers
have all been inversely linked to burnout for this population (see Garner et al., 2007;
Lambert et al., 2010; Neveu, 2007). Low job satisfaction, high job stress, role conflict,
role ambiguity, role overload, and perceived dangerousness have also been linked to
burnout in correction officers (Lindquist & Whitehead, 1986). Burnout in correction
officers results in decreased work performance, withdrawal, absenteeism, decrease in
satisfaction of life, substance above, and higher turnover (Lambert et al., 2010; Neveu,
2007). Thus, the nature of a correction officer’s job can lead to burnout.

41
Firefighting
Research has shown that job demands and acute job stress among firefighters
predict the depersonalization and emotional exhaustion aspects of burnout (see Lourel et
al., 2008; Mitani, Fujita, Nakata, & Shirakawa, 2006). Firefighters with higher
perceptions of job demands have higher levels of burnout (Ângelo & Chambel, 2015).
Firefighters manage situations that require emotional labor (the internalization of felt
emotions in order to perform one’s job), which has been related to burnout through
emotional exhaustion (see Dobson, Choi, Schnall, Israel, & Baker, 2011). Research has
also shown that burnout in firefighters is positively associated with posttraumatic stress
symptoms, which means that the exposure to traumatic events may be a cause of burnout
(see Benedek, Fullerton, & Ursano, 2007; Sattler et al., 2014). Burnout can also lead to a
lower quality of life for firefighters (Stamm, 2005). The nature of their 24-hour work
shifts, nightshifts, and extended overtime put firefighters at risk for fatigue, and
prolonged fatigue may lead to burnout (see Basinska & Wiciak, 2012; Halbeselben &
Demerouti, 2005). Furthermore, Smith et al., (2018) found that work stress, job burnout,
and work family conflict impacted safety performance in firefighters. When firefighters
experienced burnout, they did not communicate safety concerns, neglected to use
protective equipment properly, and were less likely to follow standard operating safety
procedures, which may lead to injury (Smith et al., 2018). Thus, the nature of a
firefighter’s job can lead to burnout.
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Law Enforcement
Similar to firefighters, police officers work extended hours, nightshifts, and
overtime, which may lead to prolonged fatigue, which may lead to burnout (Basinska &
Wiciak, 2012). In addition, individuals who are weak, unassertive, reserved,
conventional, and those who are unable to express their emotions are more prone to
burnout (Maslach, 1982). Burnout has also been linked to life satisfaction in police
officers, as those who experience burnout also have a negative outlook on their life and
suffer from health concerns (Steams & Moore, 1993). Emotional dissonance, which
refers to a discrepancy in the emotions that one feels than that is required at one’s
workplace, is a strong predictor of burnout in police officers (Bakker & Heuven, 2006).
Typically, burnout is associated with a lack of reciprocity between an officer’s
investments and outcomes in the relationships they have with citizens (Kop et al., 1999).
Burnout is related to attitudes toward violence, and police officers have low levels of
emotional exhaustion, average levels of depersonalization, and high levels of personal
accomplishment (Kop et al., 1999). Burnout has also been found to result in anger and
increased aggression in police officers (Queirós, Kaiseler, & da Silva, 2013).
Organizational constraints (workload and inadequate supervision and management) are
also associated with burnout in police officers (Schaufeli, 1999). Overall, emotional
exhaustion and depersonalization are strongly associated with work stressors and work
attitudes in police officers (Kop et al., 1999). Thus, the nature of a police officer’s job can
lead to burnout.
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Couple Burnout
Burnout does not only refer to one’s job. Burnout can cause a decrease in quality
of life both at work and at home (Lambert et al., 2010). Burnout in one area may spill
into other areas, such as one’s romantic relationship (see Bakker, 2009; Pines et al., 2011;
Vinokur & Westman, 1998; Westman, Etzion, & Gortler, 2004). Job burnout is
significantly related to couple burnout, in that burnout in one area often leads to burnout
in the other (Pines & Nunes, 2003). In unmarried individuals, couple burnout may lead to
a cyclical ending of relationships, and in married individuals, couple burnout may lead to
divorce (Pines, 1996). Bad relationships often have negative effects in the workplace, as
individuals who experience stress from their significant other often bring that stress to
work with them, and it can distract them from doing their job effectively (Pines & Nunes
2003). To burnout in one’s relationship is to essentially hit your breaking point, or when
you have had enough. This breaking point is referred to as couple burnout (Pines &
Nunes, 2003).
Similar to career burnout, couple burnout is a state of physical, emotional, and
mental exhaustion as it applies to one’s relationship (Pines & Nunes, 2003). As supported
by the work-family-conflict theory, such stressful and disruptive changes in one’s
personal life may be associated with burnout (Mather et al., 2014), thus supporting the
interactive nature of couple and job burnout. According to Pines and Nunes (2003),
couple burnout and career burnout are the result of feelings of helplessness and a lack of
passion. Research has also shown that burnout in one spouse can have a crossover effect
and cause burnout in the other spouse (Westman & Etzion, 1995).
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While few studies have examined “couple burnout,” research has been done on
general marital stress and stress spillover into relationships. Stress at work exacerbates
stress in one’s marriage (Jayaratne et al., 1986). Excessive work demands influence
dissatisfaction and distress in one’s partner (Burke et al., 1980). When one partner feels
strain, it often produces empathy in the other partner, which may raise his/her level of
stress (Lazarus, 1999). In addition, the increase in stress or strain in one partner may
cause negative or confrontational interactions with the other partner (see Schaefer et al.,
1981; Westman et al., 2001). Strain may also increase undermining behavior toward
one’s partner, which leads to strain in both partners, and can result in burnout for both
partners (Conger et al., 1993; Vinokur et al., 1996). In a study on police officers, Jackson
and Maslach (1982) found that emotionally exhausted officers often go home upset or
angry, tense and anxious, and in the mood to complain. This study also showed that burnt
out police officers withdraw from one’s family and spends less time with them (Jackson
& Maslach, 1982). Furthermore, couples that cope with work stress with alcohol are often
less happily married than other couples (Jackson & Maslach, 1982). Thus, research has
shown that stress and burnout from work can affect the quality of one’s personal
relationships.
Summary
In chapter 2, I reviewed the current pertinent literature related to job stress, workfamily conflict, job burnout, relationship issues, and couple burnout. I also noted
important findings related to my populations of interest: fire-fighting, law enforcement,
and corrections. Prior research indicates that there is a clear link between job related
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stress, work-family conflict, relationship issues, job burnout, and couple burnout.
However, the link between the variables of job burnout and couple burnout has not been
established in a single research study using the work-family conflict model. The purpose
of this study was to examine work-family conflict and the relationship with job burnout
and couple burnout, addressing the gap in the literature. In chapter 3, I will provide
information on how this quantitative study was performed, the identification of
participants, measurement instruments, and details of the research methodology that were
used.
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Chapter 3: Research Methods
Introduction
This research study focused on the relationship between job burnout and couple
burnout using the work-family conflict model. This chapter explains the research design,
sample population, measurement, data collection, and statistical analysis.
Research Design and Rationale
The nature of the study was quantitative, with a nonexperimental correlational
design. A correlational design allowed me to gather data in a natural setting and gather a
good deal of information relatively quickly (see Stangor, 2011). This design was also
appropriate for my research questions, as my goal was to find relationships, or
correlations, between variables. In addition, this design was the most commonly used
with survey research in which data is collected from a population at one specific time
(Frankfort-Nachmias & Nachmias, 2008). Correlational designs can be used to study
everyday behavior, they can offer some information regarding the degree of the
relationships between studied variables, and they are often the only way to study some
phenomena (Stangor, 2011). One drawback to this design is that it can be expensive
(Stangor, 2011). I was affected by the cost of the MBI, as discussed later. In my study,
the dependent variable was couple burnout and the independent variables were work
family conflict and job burnout.
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Methodology
Population
The target population consisted of individuals who work in law enforcement,
firefighting, or corrections who are in a relationship or married. I hoped to recruit about
120 both male and female participants from a wide range of ethnicities and backgrounds
and ended up surveying 119 male participants. Police officers were recruited from police
precincts in the New York metropolitan area, including Long Island. I attempted to gather
participants from as wide a range as possible, as south as Staten Island, as north as the
Bronx, and as east as Queens. Firefighters were recruited from firehouses in the New
York metropolitan area, but generally came from the Bronx and Queens. Correction
officers were recruited from one jail in New York, as that is the one correctional facility I
could access.
Sampling and Sampling Procedures
Participants for this study consisted of a nonprobability sample, primarily based
on convenience. All willing participants were accepted in the beginning pending they
satisfied the following inclusion requirements: works full-time, partner works full-time,
on the job for 5 or more years. Towards the end of the research process, which took
approximately 18 months, all willing participants were accepted regardless of inclusion
criteria. After 9 months of struggling to achieve my desired sample size, I decided to
tweak my research goals in order to help open my participant pool and speed up the data
collection process. After careful thought, I decided that it was not important to ask
questions about participants’ spouses or maintain a minimum of 5 years in their current
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job. The desired years on the job decreased to 3 years, and I maintained that all
participants worked full time. Changing the inclusion requirements did accelerate the data
collection process.
I chose a nonprobability sample for several reasons. I planned to use a
convenience sample because it involves the selection of the most accessible subjects and
because it is not costly in terms of time, effort, and money (see Marshall, 1996). In
addition, random sampling in this case may have led to an exclusion of possible willing
participants. I expected to have a difficult time gathering willing participants, as these
three populations work long hours and are often very busy and tired (see Paley & Tapas,
1994; Vila et al., 2002; Whitehead & Lindquist, 1986), and I was correct. Data collection
was a long process, which is why the inclusion criteria were abandoned during the
process. In addition, police officers are thought to be suspicious, cynical, and distrusting,
which is likely why I had trouble recruiting them for my study (see Balch, 1972).
Firefighters have been found to not be open, which may cause them not to want to
complete a questionnaire that they might find personal (Wagner et al., 2009). However,
firefighters were the most willing participants for my research study; they were very
willing to help, and even called upon other local firehouses and encouraged them to help
me as well. Correction officers have been found to have a tough image, which may cause
them to deny their own stress and/or problems and therefore not accurately complete my
questionnaires or answer them in a way that makes them look good and is not truthful
(see Cheek & Miller, 1983). While I did not experience pushback from the correction
officers themselves, I did face challenges with turnover of the sheriff at the jail, which
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provided a roadblock to data collection at that site. Thus, because I needed a large sample
and expected a low level of overall participation from my participant pool, a convenience
sample was much more logical and helped to expand the overall pool from which I
gathered participants.
I conducted a power analysis using the software G*Power to determine ideal
sample size (Faul et al., 2009). For the power analysis, I selected an α (error probability
or significance level) of .05, a power level of .95, an effect size (f2) of .15 (a medium
effect size), with three predictor variables. The resulting suggested sample size was 119,
which was my final sample size.
Procedures for Recruitment and Participation
I recruited participants directly. I had a connection to a jail in New York through
family relatives who used to work there. They were able to grant me access to survey
correction officers there, but the sheriff who completed the letter of cooperation was
replaced during my data collection process. The new sheriff did not approve my study
and did not allow me to continue collecting data after the first sheriff left the post. I also
had some connections in the Fire Department of New York (FDNY) that I used to gain
access to various firehouses in the city. In order to gain access to police officers, I again
used friends and family members to help gain access to their organizations. Once I was
granted access to a location through a formal letter of cooperation, I distributed the
surveys in person, attaching to each one a self-address stamped envelope for each
participant to use to return the survey to me. I planned to visit at least 20 firehouses and
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20 police precincts as well as the one correctional facility. In practice, I visited 10
firehouses, two police precincts, and the jail.
All participants were informed of their rights. Principle E of the American
Psychological Association (2002) code of ethics is respect for people's rights and dignity.
This code requires psychologists to have respect for all the individuals they work with,
and the rights of individuals to privacy, and confidentiality. I informed participants that
they were free to withdraw their consent and end their participation at any time. I
reviewed the limits of confidentiality with my participants before the study began.
Participants gave their informed consent to participate in the study. The informed
consent form provided a review of the individual’s rights and shared with them the limits
of confidentiality. Participants were informed of the purpose of the research study, the
methods used at each stage, what to expect as a participant, information on the
sponsoring institution, benefits for participating, and a guarantee of confidentiality (see
Creswell, 2009). I answered any questions about confidentiality when handing out the
surveys. Participants were able to withdraw participation at any time without
consequence and had the opportunity to leave the research study at any time. This study
did not have any follow-up procedures, as this is a one-time data collection study.
Instrumentation and Operationalization of Constructs
MBI. The MBI is a scale that evaluates job burnout across three dimensions:
emotional exhaustion, depersonalization, and personal accomplishment (Maslach &
Jackson, 1981, 1986). The MBI was developed in 1981 as part of a study to assess
various aspects of burnout and find out which ones best predict burnout (Maslach &
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Jackson, 1981). The MBI consists of 22 items that are scored on a 7-point rating scale
that ranges from “never” to “daily” (Maslach et al., 2001). The items are written as
statements about personal opinions or attitudes (Maslach & Jackson, 1981). Emotional
exhaustion (nine items) refers to the draining of personal resources, depersonalization
(five items) refers to cynical attitudes, and reduced personal accomplishment (eight
items) refers to the tendency to negatively evaluate oneself in respect to one’s job
(Maslach et al., 2001). Items are ranked using both a frequency, how often one
experiences it, and an intensity, how much one experiences it (Maslach & Jackson,
1981). One’s frequency and intensity rankings are combined to provide an overall score
on each of the three subscales. Higher scores on the emotional exhaustion scale and
depersonalization scale, in accordance with lower scores on the personal accomplishment
scale indicate job burnout (Maslach et al., 2001). The current study used all three
subscales of the MBI in data collection.
The MBI is a highly reliability measure of burnout (Maslach & Jackson, 1981).
Internal consistency of the MBI is high, with Cronbach’s alpha of 0.83 (frequency) and
0.74 (intensity) for the overall scale. The subscales had a Cronbach’s alpha of 0.89
(frequency) and 0.86 (intensity) for emotional exhaustion, 0.77 (frequency) and 0.72
(intensity) for depersonalization, and 0.74 (frequency) and 0.74 (intensity) for personal
accomplishment (Maslach & Jackson, 1981). Test-retest reliability for emotional
exhaustion was 0.82 (frequency) and 0.53 (intensity), 0.80 (frequency) and 0.68
(intensity) for personal accomplishment, and .060 (frequency) and 0.69 (intensity) for
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depersonalization (Maslach & Jackson, 1981). All the reliability coefficients were
significant for internal consistency and test-retest reliability (Maslach & Jackson, 1981).
The MBI has strong validity as well. Construct validity was established (that the
MBI does measure job burnout through its three scales) by comparing MBI scores with
behavior ratings done someone who knew the individual well, by correlating MBI scores
with job characteristics that are expected to lead to burnout, and by correlating MBI
scores with measures of various outcomes thought to be correlated with burnout (Maslach
& Jackson, 2001). The MBI was validated using 605 individuals from health and service
occupations, and there is substantial evidence for its validity (Maslach & Jackson, 2001).
The MBI needed to be purchased and cost $50 for a PDF of the test and $2 per each
reproduction through a license. This test is not in the public domain and is thus not
replicated in an appendix.
WFCS. The WFCS was used to measure work-family conflict. This scale is used
to measure the two dimensions of work-family conflict, work-family conflict (WIF) and
family-work conflict (FIW), using three forms of work-family conflict: strain-based,
time-based, and behavior-based conflict. Time-based conflict refers to the time devoted
in one role makes it difficult to participate in another (Greenhaus & Beutell, 1985).
Strain-based conflict is the strain experienced in one role interferes with participation in
another (Greenhaus & Beutell, 1985). Behavior-based conflict is the specific behaviors of
one role are incompatible with the behavior expectations in another (Greenhaus &
Beutell, 1985). The WFCS consists of 30 items across six dimensions that are evaluated
on a scale of 1 to 5 in which each dimension is a subscale on the test. The six dimensions
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include time-based work interference with family, time-based family interference with
work, strain-based work interference with family, strain-based family interference with
work, behavior-based work interference with family, and behavior-based family
interference with work (Carlson et al., 2000). Only the subscales for time-based work
interference with family, strain-based work interference with family, and behavior-based
work interference with family were administered, as this study focuses primarily on the
interaction between work-related stress and its interaction with family, not the reverse—
family based stress and its interaction with work—which is what the other three subscales
focus on.
The WFCS was created out of a need for a scale that measured all three forms of
work-family conflict as well as six dimensions of work-family conflict. All other existing
scales only look at one or two forms of work-family conflict or only one direction:
family-work conflict or work-family conflict, but not both (Carlson et al., 2000). Carlson
et al.’s (2000) study drew on aspects from all of the other existing scales on work-family
conflict, pulled the most salient items from each of them, and lead to the creation of a
multidimensional measure that incorporates all three forms of work-family conflict
(Carlson et al., 2000). This is a self-assessment in which statements are given and a
participant is to rank their responses on a five-point Likert scale, 5 being strongly agree
and 1 being strongly disagree (Carlson et al., 2000). The WFCS measure provides six
subscale scores. As mentioned, I only used the subscales for time-based work
interference with family, strain-based work interference with family, and behavior-based
work interference with family for my analysis.
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The WFCS has high reliability and validity. The test was validated on 225
individuals who worked full-time (Carlson et al., 2000). Internal consistency was
measured using Cronbach’s alpha, which yielded the following validity measures: timebased work-family conflict (WIF) = 0.87, time-based family-work conflict (FIW) = 0.79;
strain-based WIF = 0.85, strain-based FIW = 0.87; behavior-based WIF = 0.78, behaviorbased FIW = 0.85 (Carlson et al., 2000). Discriminant validity was determined by
examining factor correlations through a factor analysis; the correlations of the six factors
ranged from 0.24 to 0.83, confirming validity (Carlson et al., 2000). A copy of the WFCS
can be found in Appendix C.
CBM. The CBM was used to measure couple burnout (Pines, 2013). This
measure includes 21 items, rated on a scale of 1–7, that reflect physical, emotional, and
mental exhaustion in relation to one’s romantic relationship. Scores on the CBM range
from 0 to 5. A score of 3 indicates danger of burnout, a score of 4 indicates burnout, a
score of 5 indicates crisis; a score of 2 below indicates that a relationship is in good shape
(Pines, 2013).
The CBM has good reliability and validity. Test-retest reliability was 0.89 for a 1month interval, 0.76 for a 2-month interval, and 0.66 for a 4-month interval (Pines, 2013).
Internal consistency has been established using Cronbach’s alpha, in which the
coefficients ranged from 0.91 to 0.93 (Pines, 2013). All correlations between the test’s
individual items and the composite burnout score were significantly significant at a 0.001
level (Pines, 2013).
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The CBM also has high validity. The CBM was validated on 200 men and women
(Pines, 2013). The CBM was found to have face validity, as its items closely correspond
to theoretical definitions of burnout (Pines, 2013). A factor analysis also showed that the
CMB measures a single meaningful construct (Pines, 2013). Construct validity was
established by negative correlations with positive relationship characteristics, such as
positive overview of the relationship, quality of communication, sense of security, selfactualization, sense of significance, emotional attraction to partner, and quality of sex life
(Pines, 2013; Pines & Nunes, 2003). More specifically, for example, the correlation
between burnout and the desire to leave one’s partner was r = 0.56, p < .0001, the
correlation between burnout and one’s emotional state was r = –.41, p < 0.0001, and the
correlation between burnout and one’s physical condition was r = –.35, p < 0.0001
(Pines, 2013). This test is in the public domain and has been published by Pines (1996).
A copy of the CBM can be found in Appendix D.
Demographic Questionnaire. In addition to the three assessments listed above,
participants were given a brief demographic questionnaire. The demographic
questionnaire covered age, gender, race, years on the job, how many hours a week they
work, how much of that is overtime, relationship status (married, in a long-term
relationship, living with partner, divorced), length of current relationship, number of
children, where they live, and their job title. A copy of the demographic questionnaire
can be found in Appendix B.
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Data Analysis Plan
This quantitative study was designed to determine if job burnout can be predicted
using the work-family conflict model and to determine which aspects of both workfamily conflict and job burnout predict couple burnout in couples in which one individual
works in a highly stressful field.
The following were the research questions and hypotheses for this study:
RQ1: To what extent is work-family conflict (strain-based, time-based, behaviorbased), as measured by the WFCS, related to job burnout (emotional availability,
depersonalization, personal accomplishment), as measured by the MBI?
H01: Work-family conflict (strain-based, time-based, behavior-based) is not
significantly related to job burnout (emotional availability, depersonalization, personal
accomplishment).
Ha1: Work-family conflict (strain-based, time-based, behavior-based) is
significantly related to job burnout (emotional availability, depersonalization, personal
accomplishment).
RQ2: To what extent is work-family conflict (strain-based, time-based, behaviorbased), as measured by the WFCS, related to couple burnout, as measured by the CBM?
H02: Work-family conflict (strain-based, time-based, behavior-based) is not
significantly related to couple burnout.
Ha2: Work-family conflict (strain-based, time-based, behavior-based) is
significantly related to couple burnout.
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RQ3: To what extent is job burnout (emotional availability, depersonalization,
personal accomplishment), as measured by the MBI, related to couple burnout, as
measured by the CBM?
H03: Job burnout (emotional availability, depersonalization, personal
accomplishment) is not significantly related to couple burnout.
Ha3: Job burnout (emotional availability, depersonalization, personal
accomplishment) is significantly related to couple burnout.
To answer the research questions, participants were given three assessments from
which data was collected (MBI, the WFCS, and the CBM) and a demographic
questionnaire. The demographic questionnaire covered age, gender, race, years on the
job, marital/relationship status, length of relationship/marriage, number of children,
where they live, and their job title.
The data was analyzed using the SPSS 18.0 software package. Research questions
were evaluated by looking at the relationship between three scales of work-family
conflict (strain-based, time-based, and behavior-based) and the three scales of job
burnout (emotional availability, depersonalization, and personal accomplishment), as
well as the relationship between the three measures of work-family conflict and couple
burnout. The relationship between job burnout and couple burnout were examined.
Standard multiple regression analyses were used to determine if the measures of workfamily conflict predict job burnout, if the measure of work-family conflict predicts couple
burnout, and if the measures of job burnout predict couple burnout.
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Also included in the statistical analysis were tests to validate the assumptions of
multiple regressions. The variables were continuous, so that assumption was met.
However, the following tests for assumptions were needed: linear relationship between
the variables, normality, multicolinearity, no auto-correlation, and homoscedasticity.
Linearity was tested using scatterplots in SPSS. Normality was determined by using Q-Q
plots. Multicolinearity was tested using VIF scores. A Durbin-Watson’s d test was done
to show no auto-correlation. Finally, a standardized residual plot was done to determine
homoscedasticity. This screening was done prior to analysis and determined if the data
met the assumptions for multiple regressions. A report of these assumptions is provided
in Chapter 4.
Threats to Validity
There were many treats to external validity to consider in this study. One of the
most important threats to validity to consider was the sampling of participants. Because I
used a convenience sample, my participants were not obtained by random sampling. This
is a threat to validity because non-random samples have lower validity than random
samples (Frankfort-Nachmias & Nachmias, 2008). I did, however, attempt to collect data
from a wide range of firehouses and police precincts, so that my data was generalizable.
Generalizability adds external validity to a study, which will help balance the threat to
validity that the non-random sample will impose (Frankfort-Nachmias & Nachmias,
2008). An additional sampling threat was that I only had access to one correctional
facility. My correction officer population only came from a jail not a prison. Thus, my
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data from that population is not generalizable to all correction officers, but only those
who work in jails.
There were also threats to internal validity. Based on the questionnaires,
participants may have realized what I was attempting to study, and thus, testing might
have led to inaccurate results. If participants realized that I was looking to study the
quality and quantity of time they spend with their family, they may have fabricated their
answers or told me what they thought I wanted to hear. Police officers are thought to be
suspicious, cynical, and distrusting, which may cause them not to want to take a survey
(Balch, 1972). Firefighters have been found to not be open, which may cause them not to
want to complete a questionnaire that they might find personal (Wagner et al., 2009).
Correction officers have been found to have a tough, “macho” image, which may cause
them to deny their own stress and/or problems and therefore not accurately complete my
questionnaires or answer them in a way that makes them look good and is not truthful
(Cheek & Miller, 1983). Thus, my choice of population may have imposed a limitation to
my study. However, these occupations are known to be highly stressful, so I was willing
to negotiate my choice of population based on the possible threat to validity.
Another threat to validity was the ability to draw clear, accurate conclusions. It is
sometimes difficult to draw causal relationships in quasi-experimental designs, such as
correlational designs (Frankfort-Nachmias & Nachmias, 2008). While I may have found
that there are predictors of couple burnout, that does not mean that they are causal
variables. This was a known limitation to using a correlational design, and because I feel

60
this design was most appropriate to my research, I was willing to accept the risk to
validity.
A final threat to validity was that my participants may have felt stress from other
aspects of their life, just as much as they did from work, or even more so. My study
focused on two variables that may be related to couple burnout: work-family conflict and
job burnout. There are a number of variables that may lead to couple burnout, but I only
studied two of them. Thus, it was possible that I found a correlation between my
variables but that a third or fourth variable actually accounted for the variance.
Ethical Considerations
This study was initiated after permission is gained from Walden University’s
Institutional Review Board (IRB). To gain permission, an IRB application was required.
The IRB application included a comprehensive account of the foreseeable risks and
benefits for participants in the study, voluntary participation, and issues of protection
such as confidentiality. The IRB number for this study was # 04-18-17-0362830.
I needed written permission, in the form of letters of cooperation, from individual
firehouses to gain access to fire fighters. I needed letters of cooperation from police
precincts to gain access to police officers. I also needed letters of cooperation from the
jail to gain access to correction officers. Once letters of cooperation were received from
prospective research sites, those letters were sent to IRB for further approval. Upon IRB
approval of the letters of cooperation, I was able to start collecting data from a site.
Participants gave their informed consent to participate in the study via the informed
consent form (see Appendix A), which also explained their rights and limits to
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confidentiality. I verbally told all sites that participants were free to withdraw their
consent and end their participation at any time; this was also outlined in the informed
consent form.
Confidentiality
I took all necessary steps to ensure that the data was kept confidential and will
continue to do so for a period of five years. All assessments are kept in a locked file
cabinet in which only I have the key to. All assessments are labeled with an assigned
number, as to enhance confidentiality. The assessment data is stored and was analyzed on
my MacBook, which is password protected. Only I have access to the MacBook, file
cabinet key, and research data. As the American Psychological Association requires, all
data, including electronic, protocols, and printed, will be destroyed after 5 years.
Summary
Chapter 3 reviewed the research method and approach. It included a discussion of
the reasoning for choosing a quantitative study and the research questions. The
population and sampling measures were also discussed, as well as the power analysis,
recruitment, and participant inclusion criteria. The psychometric properties of intended
instruments were also discussed in detail, specifically the MBI, the WFCS, and the CBM.
Chapter 4 will describe the data collection process. The results will be reviewed,
including descriptive statistics and findings from statistical analysis. Tables and figures
will be used to illustrate the results.
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Chapter 4: Results
Introduction
The purpose of this quantitative study was to discover how work stress affects
one’s home life. More specifically, I sought to determine if a relationship exists between
work-family conflict (time-based, strain-based, behavior based), job burnout (exhaustion,
depersonalization, accomplishment), and couple burnout in correctional staff, police
officers, and fire fighters.
Research Questions and Hypotheses
RQ1: To what extent is work-family conflict (strain-based, time-based, behaviorbased), as measured by the WFCS, related to job burnout (emotional availability,
depersonalization, personal accomplishment), as measured by the MBI?
H01: Work-family conflict (strain-based, time-based, behavior-based) is not
significantly related to job burnout (emotional availability, depersonalization, personal
accomplishment).
Ha1: Work-family conflict (strain-based, time-based, behavior-based) is
significantly related to job burnout (emotional availability, depersonalization, personal
accomplishment).
RQ2: To what extent is work-family conflict (strain-based, time-based, behaviorbased), as measured by the WFCS, related to couple burnout, as measured by the CBM?
H02: Work-family conflict (strain-based, time-based, behavior-based) is not
significantly related to couple burnout.
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Ha2: Work-family conflict (strain-based, time-based, behavior-based) is
significantly related to couple burnout.
RQ3: To what extent is job burnout (emotional availability, depersonalization,
personal accomplishment), as measured by the MBI, related to couple burnout, as
measured by the CBM?
H03: Job burnout (emotional availability, depersonalization, personal
accomplishment) is not significantly related to couple burnout.
Ha3: Job burnout (emotional availability, depersonalization, personal
accomplishment) is significantly related to couple burnout.
Chapter 4 includes a review the data collection process and baseline descriptive
characteristics of the sample. This chapter will also include statistical assumptions and
results from the study such as descriptive statistics and statistical analysis findings that
pertain to research questions with tables to illustrate results. The chapter will conclude
with a summary of answers to research questions.
Data Collection
Participants were recruited from a jail in New York, police precincts in New York
City and Long Island, as well as various fire departments in the Bronx, Queens, and Long
Island over 1 year. My original data collection plan was to go to through internal
departments at the New York City Police Department (NYPD) and the FDNY, but I had a
hard time getting in touch with these organizations and finding out whom I needed
approval from. Thus, the IRB granted me permission to get letters of cooperation from
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individual locations, as opposed to the entire organization. The entire data collection
process took approximately 18 months.
Once each letter of cooperation was obtained, it was sent to the IRB for
verification. The IRB approved each letter as they came in. In total, one letter of
cooperation was provided by the jail, two letters of cooperation from New York police
departments, and five letters from FDNY-related organizations in New York City and
Long Island. Once letters of cooperation were obtained and the IRB approved them, data
collected could start. I went to each organization and delivered the survey packets with
return mailing envelopes, gave them a brief description of the study, and thanked them
for their time. Surveys were mailed back within 1−2 weeks. I distributed over 300 survey
packets and ended up with 119 participants, my goal sample size. Of those, 77 were fire
fighters, 31 police officers, and 11 corrections officers.
Results
The descriptive statistics, tests of statistical assumptions, and results from the
regression analyses are presented in this section. The means, standard deviations,
frequencies, and percentages from the categorical variables are reviewed. The results
from the standard (enter) multiple linear regression with work-family conflict, job
burnout, and couple burnout as variables are presented.
Descriptive Statistics
All my participants did work full time and were on the job for at least 3 years.
Participants were asked demographic information regarding their age, gender, race,
relationship status, job title, years on the job, hours worked per week, years with partner,
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and number of children. All participants were male, and their ages ranged from 23 to 64
years of age, with an average age of 35.6 years of age. Approximately 85% of the
participants were White (n = 102), 7% Black (n = 8), 7% Hispanic (n = 8), and about 1%
Asian (n = 1). Most of the participants were married (n = 73), 38 were in a domestic
partnership, and eight were divorced. The number of years each participant had been with
their partner ranged from less than 1 year to 30 years, with an average of 7.86 years. The
number of children among participants ranged from 0 to 5, with an average of 1.10. Most
participants were fire fighters (n = 66), 31 were police officers, and 11 worked in
corrections. The number of years each participant had been with their organizations
ranged from three to 36 years, with an average of 10 years. The hours worked per week
ranged from 35−80, with an average of 49 hours per week. In Table 1, the frequencies
and percentages for the demographic variables are reported for the sample.
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Table 1 Demographic Data for Participants
Variable
Gender
Female
Male
Race
White
Black
Hispanic
Asian
Age
23 to 30
31 to 40
41 to 50
50 to 64
Relationship Status
Married
Domestic Partnership
Divorced
Years with Partner
0 to 5
6 to 50
11 to 20
21 to 30
Hours Worked Per Week
35 to 40
41 to 45
46 to 50
51 to 60
61 to 80
Years on the Job
3 to 9
10 to 19
20+

n

%

0
119

0
100

102
8
8
1

85
6.6
6.7
.8

34
58
21
6

28.6
48.7
17.6
5.0

73
8
38

60.3
31.4
6.6

62
19
33
5

52.1
15.9
27.7
4.2

23
11
58
23
4

19.3
9.2
48.7
19.3
3.4

61
48
9

55
51
11.8
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The demographics of this population are not very generalizable to the populations
of interest. All the participants were male; no females participated. In addition, most
participants were firefighters, thus, not all groups were equally represented.
The means and standard deviations for the variables of work-family conflict, job
burnout, and couple burnout are shown in Table 2. Time-Based WFC scores ranged from
3 to 15, with an average of 8.31 (SD = 3.52). Strain-Based WFC scores ranged from 3 to
15, with an average of 5.76 (SD = 2.78). Behavior-Based WFC scores ranged from 3 to
15, with an average of 6.92 (SD = 3.36). Emotional Exhaustion scores ranged from 0 to
50, with an average of 14.26 (SD = 9.99). Depersonalization scores ranged from 0 to 29
with an average of 9.12 (SD = 6.86). Personal Accomplishment scores ranged from 15 to
48 with an average of 33.77(SD = 7.66). Couple Burnout scores ranged from 1 to 7, with
an average of 4.01 (SD = 1.23). Higher scores on each of the WFC scales represented
higher levels of conflict (Carlson et al., 2000). A score of 4 on the CBM indicates the
individual is experiencing burnout (Pines & Nunes, 2003). For each of the subscales of
the MBI (emotional exhaustion, depersonalization, and personal accomplishment), high
scores on each subscale indicates higher levels of that construct (Maslach et al., 1986).
Table 2 Descriptive Statistics for Work-Family Conflict, Job Burnout, and Couple
Burnout
Variable
N Minimum Maximum
Mean
Std. Deviation
Time-Based WFC
119
3
15
8.31
3.52
Strain-Based WFC
119
3
15
5.76
2.78
Behavior-Based WFC
119
3
15
6.92
3.36
Emotional Exhaustion
119
0
50
14.26
9.99
Depersonalization
119
0
29
9.12
6.86
Personal Accomplishment 119
15
48
33.77
7.66
Couple Burnout
119
1
7
4.01
1.23
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Cronbach’s alpha was calculated to determine the reliability of the scales used in
the study. While acceptable alpha levels vary with the number of items on a scale, a value
of .7 to .8 is acceptable and indicates a high reliability (Field, 2013). The WFCS had high
reliability, with a Cronbach’s alpha of .89 for the time-based conflict scale (three items),
.846 for the strain-based conflict scale (three items), and .81 for the behavior-based
conflict scale (three items). All subscales of the WFCS had a high level of internal
consistency. The MBI reported high Cronbach’s alpha scores as well, with .90 for the
emotional exhaustion scale (nine items), .80 for the depersonalization scale (five items),
and .73 for the personal accomplishment scale (eight items). All subscales of the MBI
had a high level of internal consistency. The CBM (21 items) also had a high Cronbach’s
alpha with a score of .85.
Statistical Assumptions
The assumptions of linearity, normality, multicolinearity, auto-correlation and
homoscedasticity were assessed. Scatterplots were generated using SPSS and showed
linearity between work-family conflict scores, MBI scores, and CBM scores. There
appears to be no curvature in the scatterplots, which indicated the data was normally
distributed (Field, 2013). Therefore, the assumption of linearity was met. Figures 1
through 9 present the residual scatterplots for the independent and dependent variables.

Figure 1. Residual scatterplot for time-based WFC and burnout
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Figure 2. Residual scatterplot for depersonalization and WFC

Figure 3. Residual scatterplot for personal accomplishment and WFC

Figure 4. Residual scatterplot for time-based WFC and couple burnout

Figure 5. Residual scatterplot for strain-based WFC and couple burnout
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Figure 6. Residual scatterplot for behavior-based WFC and couple burnout

Figure 7. Residual scatterplot for emotional exhaustion and couple burnout

Figure 8. Residual scatterplot for depersonalization and couple burnout
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Figure 9. Residual scatterplot for personal accomplishment and couple burnout
Normality was assessed using Q-Q plots. As shown in Figures 10 through 16, the
data is very close to the line of best fit, indicating a normal distribution (see Field, 2013).

Figure 10. Q-Q plots of normality for time-based WFC

Figure 11. Q-Q plots of normality for strain-based WFC
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Figure 12. Q-Q plots of normality for behavior-based WFC

Figure 13. Q-Q plots of normality for couple burnout

Figure 14. Q-Q plots of normality for emotional exhaustion
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Figure 15. Q-Q plots of normality for depersonalization

Figure 16. Q-Q plots of normality for personal accomplishment
To assess multicollinearity, variance inflation factors (VIF) were examined.
Multicolinearity exists if one predictor is highly predicted by the set of the other
predictors, which is likely if one variable is highly correlated with another (Field, 2013).
If the VIF scores are less than 10, multicolinearity is not an issue (Field, 2013). The VIF
values for all variables were below 10, indicating no collinearity (see Table 3).

Table 3 VIF Scores for Work-Family Conflict Scale (WFCS), Couple Burnout Measure
(CBM), and Maslach Burnout Inventory (MBI)
VIF
MBI & Time-Based WFC
1.79
MBI & Strain-Based WFC
1.84
MBI & Behavior-Based WFC 1.79
WFCS & CBM
1.89
MBI & CBM
1.82
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A standardized residual plot showed homoscedasticity among all variables. There
appears to be no curvature in the scatterplots. This indicated the data was normally
distributed (Field, 2013). Therefore, the assumption of homoscedasticity was met (see
Figures 17 through 23).

Figure 17. Standardized residual plot for time-based WFC

Figure 18. Standardized residual plot for strain-based WFC

Figure 19. Standardized residual plot for behavior-based WFC
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Figure 20. Standardized residual plot for emotional exhaustion

Figure 21. Standardized residual plot for depersonalization

Figure 22. Standardized residual plot for personal accomplishment

Figure 23. Standardized residual plot for couple burnout

76
Finally, a Durbin-Watson’s d test showed that there was no auto-correlation; all
Durbin-Watson scores were between the critical values of 1.5 and 2.5 (Field, 2013).
Table 4 Durbin Watson Scores for Work-Family Conflict Scale (WFCS), Couple Burnout
Measure (CBM), and Maslach Burnout Inventory (MBI)
Durbin-Watson
Time Based WFC & MBI
1.79
Strain Based WFC & MBI
1.84
Behavior Based WFC & MBI
1.79
WFCS & CBM
1.89
CBM & MBI
1.82
Multiple Regression Analyses
Three standard multiple regressions were used for Research Question 1 with the
three subscales of the WFCS (time-based, strain-based, and behavior-based) as predictors
of each component of job burnout (emotional exhaustion, depersonalization, and personal
accomplishment). The first standard multiple regression (enter method) used the three
subscales of work-family conflict as predictors of emotional exhaustion. The overall
regression model was significant F(3, 115) = 29.40, p = .000, R2 = .43 (Table 5). The
results indicated that the model explained 43% of the variance in emotional exhaustion
scores. Strain-based work family conflict was a significant predictor of emotional
exhaustion, β = .530, p < .001 (Table 6). The results indicated that as strain-based workfamily conflict increased, emotional exhaustion increased. Behavior-based work-family
conflict was also a significant predictor of emotional exhaustion, β = .23, p = .002 (Table
5). The results indicated that as behavior-based work family conflict scores increased,
emotional exhaustion increased. Time-based work family conflict was not a significant
predictor of emotional exhaustion. The results of the regression analysis are shown in
Table 6.
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Table 5 Regression Model Summary for Predictors (WFC Subscales) of Emotional
Exhaustion
Adjusted Std. Error
R
of the
DurbinModel R
R Square Square
Estimate
SS
F
df1 df2
p
Watson
a
1
.66
.43
.42
7.61
5113.42 29.40
3 115 .000 1.88
a. Predictors: WFCS Behavior-Based, WFCS Time-Based, WFCS Strain-Based
Table 6 Standard Regression Coefficients for Time-Based Work Family Conflict, StrainBased Work Family Conflict, and Behavior-Based Work Family Conflict in Predicting
Emotional Exhaustion
Variable
B
95% CI
β
Sr
t
p
Constant
–2.47
[–6.80, 1.86]
–1.13
.26
Time-Based WFC
.11
[–.32, .55]
.04
.04
.52
.60
Strain-Based WFC
1.91
[1.35, 2.47]
.53
.47
6.75
.00
Behavior-Based WFC
.69
[.25, .1.13]
.23
.22
3.13
.00
Note. CI = confidence interval for B; sr = semipartial correlation

The second standard regression again used the three subscales of work-family
conflict to predict depersonalization. The overall regression model was significant, F(3,
115) = 31.96, p = .000, R2 = .45 (Table 7). The results indicated that the model explained
45% of the variance in depersonalization scores. Strain-based work family conflict was a
significant predictor of depersonalization, β = .36, p < .001 (Table 4). The results
indicated that as strain-based work-family conflict increased, depersonalization increased.
Behavior-based work-family conflict was also a significant predictor of
depersonalization, β = .40, p < .001 (Table 8). The results indicated that as behaviorbased work family conflict scores increased, depersonalization increased. Time-based
work family conflict was not a significant predictor of depersonalization. The results of
the regression analysis are shown in Table 8.

78
Table 7 Regression Model Summary for Predictors (WFC Subscales) of Depersonalization
Std. Error
Adjusted R of the
DurbinModel R R Square Square
Estimate SS
F
df1 df2 p
Watson
a
1
.67
.46
.44
5.13
2523.39 31.96
3
115 .000 1.72
a. Predictors: WFCS Behavior-Based, WFCS Time-Based, WFCS Strain-Based
Table 8 Standard Regression Coefficients for Time-Based Work Family Conflict, StrainBased Work Family Conflict, and Behavior-Based Work Family Conflict in Predicting
Depersonalization
Variable
B
95% CI
β
sr
t
p
Constant
–3.76
[–6.67, –.84]
–2.55
.01
Time-Based WFC
.26
[–.03, .55]
.13
.12
1.78
.08
Strain-Based WFC
.88
[.51, 1.26]
.36
.32
4.64
.00
Behavior-Based WFC .81
[.52, .1.11]
.40
.37
5.43
.00
Note. CI = confidence interval for B; sr = semipartial correlation
The third standard regression again used the three subscales of work-family
conflict to predict personal accomplishment. The overall regression model was
significant, F(3, 115) = 4.87, p = .00, R2 = .11 (Table 9). The results indicated that the
model explained 11% of the variance in personal accomplishment scores. Behavior-based
work family conflict was a significant predictor of personal accomplishment, β = –.27, p
= .00 (Table 10). The results indicated an inverse relationship between behavior-based
work-family conflict: as behavior-based work-family conflict scores increased, personal
accomplishment decreased. Time-based work-family conflict and strain-based workfamily conflict were not significant predictors of personal accomplishment. The results of
the regression analysis are shown in Table 10.
Table 9 Regression Model Summary for Predictors (WFC Subscales) of Personal
Accomplishment
Adjusted R Std. Error of
DurbinModel R R Square Square
the Estimate SS
F df1 df2
p
Watson
a
1
.34
.11
.09
7.30
780.06 4.87 3 115 .00
1.74
a. Predictors: WFCS Behavior-Based, WFCS Time-Based, WFCS Strain-Based
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Table 10 Standard Regression Coefficients for Time-Based Work Family Conflict, StrainBased Work Family Conflict, and Behavior-Based Work Family Conflict in Predicting
Personal Accomplishment
Variable
B
95% CI
β
sr
t
p
t
Constant
38.66
[34.51, 42.82]
18.43
.00
Time-Based WFC
.25
[–.17, .66]
.114
.104
.24
1.18
Strain-Based WFC
–.46
[–1.00, .08]
–1.67
–.149 –1.70
.09
Behavior-Based WFC –.62
[–1.04, –.20]
–.272
–.26
.00
–2.92
Note. CI = confidence interval for B; sr = semipartial correlation

Standard multiple regression was used for Research Question 2 with the three
subscales of the WFCS (time-based conflict, strain-based conflict, and behavior-based
conflict) as predictors of couple burnout. The overall regression model was significant
F(3, 115) = 19.52, p = .008, R2 = .34 (Table 11). The results indicated that the model
explained 34% of the variance in couple burnout scores. Strain-based work-family
conflict was a significant predictor of couple burnout, β = .52, p < .001 (Table 12). The
results indicated that as strain-based work-family conflict scores increased, couple
burnout scores increased. Behavior-based work-family conflict was also a significant
predictor of couple burnout β = .21, p = .00 (Table 12). The results indicated that as
behavior-based work-family conflict scores increased, couple burnout scores increased.
Time-based work-family conflict was not a significant predictor of couple burnout. The
results of the regression analysis are shown in Table 12.
Table 11 Regression Model Summary for Predictors (WFC Subscales) of Couple Burnout
Adjusted R Std. Error of
DurbinModel R R Square Square
the Estimate SS
F
df1 df2
p
Watson
a
1
.58
.34
.32
.67
26.47 19.52
3 115 .000 1.89
a. Predictors: WFCS Behavior-Based, WFCS Time-Based, WFCS Strain-Based
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Table 12 Standard Regression Coefficients for Time-Based Work Family Conflict, StrainBased Work Family Conflict, and Behavior-Based Work Family Conflict in Predicting
Couple Burnout
Variable
B
95% CI
Β
sr
T
p
Constant
1.48
[1.10, 1.86]
Time-Based WFC
–.03
[–.07, .00]
–.14
–.12
–1.64
.11
Strain-Based WFC
.15
[.10, .20]
.52
.50
6.17
< .00
Behavior-Based WFC .05
[.01, .09]
.21
.24
2.65
.01
Note. CI = confidence interval for B; sr = semipartial correlation
Finally, standard multiple regression was used for Research Question 3 with the
three subscales of the MBI (emotional exhaustion, depersonalization, and personal
accomplishment) as predictors of couple burnout. The overall regression model was
significant F(3, 115) = 34.116, p < .001, R2 = .47 (Table 13). The results indicated that
the model explained 47% of the variance in couple burnout scores. Emotional exhaustion
was the only significant predictor of couple burnout, β = .72, p < .001 (Table 14). The
results indicated that as emotional exhaustion increased, couple burnout scores increased.
Depersonalization and personal accomplishment were not significant predictors of couple
burnout. The results of the regression analysis are shown in Table 14.
Table 13 Regression Model Summary for Predictors (MBI Subscales) of Couple Burnout
Adjusted R Std. Error of
DurbinModel R R Square Square
the Estimate SS
F
df1 df2 p
Watson
1
.69
.47
.46
.60
36.95
34.12
3 115 .000 1.82
a. Predictors: Emotional Exhaustion, Depersonalization, Personal Accomplishment
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Table 14 Standard Regression Coefficients for Emotional Exhaustion, Depersonalization,
and Personal Accomplishment in Predicting Couple Burnout
Variable
B
95% CI
β
sr
Constant
2.21
[1.61, 2.81]
Emotional Exhaustion
.06
[.04, .07]
.72
.50
Depersonalization
–.01
[–.04, .10] –.11
–.08
Personal Accomplishment –.01
[–.03, .00] –.13
–.12
Note. CI = confidence interval for B; sr = semipartial correlation

T
7.41
–1.13
–1.79

p
< .00
.26
.08

Summary
In this study, I hypothesized that there was a relationship between work family
conflict, couple burnout, and job burnout. The results indicated that strain-based conflict
and behavior-based conflict were significant predictors of emotional exhaustion and
depersonalization. That is, higher levels of strain-based conflict and behavior-based
conflict predicted higher scores on the emotional exhaustion and depersonalization scales
of the MBI. Behavior-based conflict predicted an inverse relationship with personal
accomplishment; higher scores on the behavior-based scale produced lower scores on the
personal accomplishment scale. Furthermore, the results indicated that strain-based
conflict and behavior-based conflict were significant predictors for couple burnout; that
is, higher scores on the strain-based work family conflict and the behavior-based work
family conflict predicted higher scores on the CBM. Finally, results indicated that
emotional exhaustion was a significant predictor for couple burnout; that is, higher
emotional exhaustion scores predicted higher scores on the CBM.
In the final chapter, I will discuss how these findings are important to the
community as a whole, limitations of the study, and the potential social impact of this
research.
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Chapter 5: Discussion, Conclusions, and Recommendations
One of the most common sources of stress is one’s job and the struggle to balance
the demands of one’s job with the demands of one’s family and/or romantic relationship
(Carlson et al., 2000). Hall et al. (2010) found that work-related stress may spillover into
one’s personal or family life by negatively affecting one’s physical and emotional
interactions with one’s family or significant other. Bolger et al. (1989) found that home
stress overloads lead to work stress overloads, spousal arguments lead to work
arguments, and arguments with children lead to overloads at home and at work.
Cowlishaw et al. (2010) found that interrole conflict of balancing work and family life
lead to an increase in withdrawn behavior and a decrease in intimacy in married couples.
The prolonged exposure to any type of stress can lead to a breaking point in the
relationship; this breaking point is referred to as couple burnout (Pines & Nunes, 2003).
Couple burnout refers to physical, emotional, and mental exhaustion as it applies to one’s
relationship (Pines & Nunes, 2003). As supported by the work-family-conflict theory,
stressful and disruptive changes in one’s personal life may be associated with burnout,
thus supporting the interactive nature of couple and job burnout (Mather et al., 2014).
Prior research has clearly shown that there is a relationship between work-related stress
and interpersonal stress and maintaining a balance between the two.
A clear gap in the literature was identified as prior research has only focused on
some of the components of work-family conflict with stress and burnout, and no studies
have examined all three aspects job burnout (emotional exhaustion, depersonalization,
personal accomplishment) and all three aspects of work-family conflict (time-based,
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behavior-based, strain-based) and how they relate to couple burnout or the nature of their
relationship. Furthermore, the relationship between work-family conflict, job burnout,
and couple burnout in the occupations of firefighting, law enforcement, or corrections
was examined in the same study. The purpose of the quantitative study was to fill that
gap by determining the predictive relationship between work-family conflict, job burnout,
and couple burnout.
The focus of this study was to examine the relationship among work-family
conflict (time-based, strain-based, behavior based), job burnout (exhaustion,
depersonalization, accomplishment), and couple burnout in correctional staff, police
officers, and fire fighters. This study addressed a gap in the literature by examining which
factors of job burnout and work-family conflict predict couple burnout. To address this
gap, I focused on correctional staff, law enforcement, and fire fighters, as they have been
identified as highly stressful fields (see Hall et al., 2010; Hartley et al., 2013; Pole et al.,
2009). This study provided insights into the relationship between job burnout and couple
burnout using the work-family conflict model.
This study helped shed light on which factors of job burnout are related to issues
in interpersonal relationships, as shown through couple burnout. In understanding which
factors of work-family conflict and job burnout most predict couple burnout, the results
of this study provide implications for further research on how to mitigate those factors
and potentially decrease the rate of divorce in individuals in high-stress occupations.
Firefighting, law enforcement, and corrections also have high expectations from society.
We expect them to be able to perform their job to the best of their ability daily. If their
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emotional and cognitive well-being is compromised, it can affect their job performance,
which can negatively impact society and affect lives. Thus, addressing the cyclical nature
of job burnout and couple burnout may lead to increased well-being in society
The results of the study identified work-family conflict and job burnout as
significant predictors of couple burnout. These results showed that as strain-based
conflict and behavior-based conflict increased, emotional exhaustion and
depersonalization increased. It was also found that as behavior-based conflict increased,
personal accomplishment decreased. Furthermore, the results indicated that as strainbased conflict, behavior-based conflict, and emotional exhaustion increased, couple
burnout increased. The results of this study showed that conflicting behavior expectations
at home and work were related to emotional and cognitive distance from one’s job as
well as one’s relationship. It was also shown that the experience of strain from work
predicted emotional and cognitive distance from one’s job as well as one’s relationship.
In this chapter, I discuss the findings of this research. Next, the limitations of the
study, recommendations for future research, and implications for social change are
discussed. Finally, the conclusions are presented.
Interpretation of the Findings
Work-Family Conflict and Job Burnout
The first set of research questions asked the extent to which the three aspects of
work-family conflict were related to the three aspects of job burnout (emotional
exhaustion, depersonalization, and personal accomplishment). Work-family conflict is
the idea that when individuals are stressed at work, they tend to bring that stress home
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with them (Frone, 2003). There were three main areas of work-family conflict that were
assessed in this study. Behavior-based conflict is when the behaviors of one role are
incompatible with the behavior expectations in another (Greenhaus & Beutell, 1985).
Time-based conflict is when the time devoted to one role makes it difficult to participate
in another (Greenhaus & Beutell, 1985). Finally, strain-based conflict is when the strain
of one role interferes with participation in another (Greenhaus & Beutell, 1985).
Individuals who work in highly stressful fields, such as corrections, law enforcement, and
firefighting, are susceptible to all three types of work-family conflict. The long hours and
frequent overtime associated with these occupations may disrupt home and family life
and contribute to time-based conflict, and time conflicts may lead to a decreased quality
of life and can lead to frustration toward one’s job (Lambert et al., 2002; Lambert et al.,
2010; Shreffler et al., 2011).
The current study examined how those three components of work-family conflict
predict job burnout. Job burnout refers to the emotional, psychological, and social
withdrawal from one’s job that tends to occur after a prolonged exposure to stressors
and/or the loss of valuable resources (Maslach, 1982). There were three aspects of job
burnout that were measured using the MBI, emotional exhaustion, depersonalization, and
personal accomplishment. Emotional exhaustion occurs when an individual distance
oneself emotionally and cognitively from their job (Maslach et al., 2001).
Depersonalization occurs when an individual cognitively distances oneself from their job
as a result of exhaustion (Maslach et al., 2001). Finally, personal accomplishment, also
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referred to as inefficacy, is the feeling that one is unable to accomplish daily work tasks
due to exhaustion or cynicism (Maslach et al., 2001).
The results showed that when individuals experienced the strain of one role
interfering with another, it predicted emotional exhaustion and depersonalization. The
results also showed that when individuals reported that the behaviors of their job were
incompatible with their expected behaviors at home, it predicted emotional exhaustion
and depersonalization. These results are in line with previous research in that workfamily conflict is a precursor for job burnout (see Aryee, 1993; Braunstein-Bercovitz,
2013; Lambert et al., 2010; Netermeyer et al., 1996; Peeters et al., 2005; Westman et al.,
2004), specifically emotional exhaustion, depersonalization, and personal
accomplishment (Rupert et al., 2009). Furthermore, these results are in line with the
interrole conflict aspect of the work-family conflict model, which holds that the demands
from work and family may be at odds with one another (Carlson et al., 2000; Vieira et al.,
2012). Overall, the findings of this study are in the line with the work-family conflict
model in that they support the idea that stress in one domain can spill over into another
(Lambert et al., 2010).
The results also showed that behavior-based conflict predicted levels of personal
accomplishment. That is, higher scores on the behavior-based scale were associated with
lower scores on the personal accomplishment scale. This meant that the more an
individual believes the behavior of one of their roles is incompatible with another, they
will experience lower levels of personal accomplishment. In terms of the work-family
conflict model, the stress or strain that spills over from work to home, or vice versa, can
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have negative impacts on one’s marital and home life, as it may lead to intimacy issues,
decreased or strained time with one’s family, job burnout, or couple burnout (see Aryee
et al., 1999, Guelzow et al., 1991, Ilies et al., 2015; Kopelman et al., 1983;’ Lavee &
Ben-ari, 2007). Thus, these results are in line with prior research as well as the workfamily conflict model. In addition, the struggle to balance work and home life can
negatively affect one’s physical and emotional well-being which is consistent with the
work-family conflict model (see Cowlishaw et al., 2010; Frone, 2000; Hall et al., 2010).
Thus, when an individual is unable to balance behavior expectations at work and at home,
they may start to experience strain, frustration, and possibly stop trying in one or both of
those places. This may lead to a long-term feeling of inadequacy and failure, and possibly
burnout in the long-term. Thus, behavior-based conflict as a predictor for levels of
personal accomplishment also falls in line with the work-family conflict model.
Time-based conflict was not found to be significantly related to job burnout. Prior
research has shown that the long hours and frequent overtime associated with high-stress
occupations may disrupt home and family life and contribute to time-based conflict; time
conflicts may lead to frustration toward one’s job (see Lambert et al., 2002; Lambert et
al., 2010; Shreffler et al., 2011). An individual’s commitment to his/her occupation has
also been found to be a source of work-family conflict (see Beutell & Greenhaus, 1982;
Burke et al., 1980; Frone & Rice, 1987; Greenhaus & Beutell, 1985). The number of
hours one works a week is also related to work-family conflict, as less time at home
means less time to help with household responsibilities (see Greenhaus & Beutell, 1985;
Lorech et al., 1989; Pleck et al., 1980; Voydanoff, 1988). Furthermore, officers may be
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asked to work overtime, causing the officer to miss a holiday or important family event.
They may also take frustrations they have had at work home with them, affecting their
interactions with family members (Lambert et al., 2010). While prior research has shown
a connection between the experience that the time devoted to one role makes it difficult
to participate in another, time-based conflict was not a significant predictor of job
burnout in this study. Participants in this study worked an average of 49 hours per week,
which may not have been enough to elicit time-based conflict. As a result, it is also
possible that individuals experiencing time-based conflict did not believe they had the
time to participate in my study. In addition, it is possible that the spouses/significant
others of the participants had a reasonable expectation that their spouses would have to
work most holidays and thus it did not cause frustrations at home. In addition, workfamily conflict also leads to higher levels of turnover and intentions to leave an
organization (Allen et al., 2000). Thus, it is possible that individuals who faced timebased had left their job before it affected them further. One final possibility for this
finding regards the age of participants. Younger individuals are more likely to burnout
compared to those over 30 or 40 years old (Maslach et al., 2001). In this study,
approximately 72% of the participants were over the age of 30, thus it is likely that their
age was a mitigating factor for experiencing burnout. Thus, while the work-family
conflict model holds that time-based strain may disrupt home and family life and lead to
strain in other areas, that was not supported by the results in this study.
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Work-Family Conflict and Couple Burnout
The second research question asked to which extent the components of workfamily conflict predicted couple burnout. The nature of one’s job (e.g., frequent exposure
to traumatic events or perceived dangerousness of one’s job) may contribute to strainbased conflict because one’s significant other may not be able to relate (see Lambert et
al., 2006; Lambert et al., 2010), it may lead to numbing, which may cause one to
withdraw from one’s job, and it may lead to withdrawn behavior and predict intimacy
and partner distress (see Cowlishaw et al., 2010; Lambert et al., 2006; Lambert et al.,
2010). Researchers have also found that home stress overloads lead to work stress
overloads, spousal arguments lead to work arguments, and arguments with children lead
to overloads at home and at work (Bolger et al., 1989). Furthermore, working mothers
and fathers struggle to meet the demands of their work and family roles (Goldberg et al.,
1992). The breaking point of a romantic relationship is referred to as couple burnout
(Pines & Nunes, 2003). Couple burnout refers to physical, emotional, and mental
exhaustion as it applies to one’s relationship (Pines & Nunes, 2003). In unmarried
individuals, couple burnout may lead to a cyclical ending of relationships, and in married
individuals, couple burnout may lead to divorce (Pines, 1996). Thus, as prior research
shows that work family conflict may lead to couple burnout, I examined those variables
as well.
The results of this study showed that when individuals experienced the strain of
one role interfering with another, it predicted couple burnout. The results of this study
also found that when individuals reported that the behaviors of their job were
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incompatible with their expected behaviors at home, it predicted couple burnout. These
results are consistent with previous research in that stress spillover may have marital
consequences (Neff & Karney, 2004), and the struggle to balance work and home life
may affect marital and romantic relationships by affecting one’s physical and emotional
well-being (see Cowlishaw et al., 2010; Frone, 2000; Hall et al., 2010). These finding are
also in line with a study done by Amaranto et al. (2003), which found that police officers
often find it difficult to detach from their job role in which they are expected not to show
emotion, which can affect their emotional availability in the home. These results further
align with the ideas that work-family conflict and crossover may lead to withdrawn
behavior and lower intimacy in one’s relationship (Cowlishaw et al., 2010) and that
individuals with high work-related stress may have less motivation to engage with one’s
partner (Wagner et al., 2014). Thus, the research findings are consistent with the notion
that balancing work and family demands may lead to negative consequences in one’s
relationship. Overall, the findings of this study are in the line with the work-family
conflict model in that they support the idea that stress in one domain can spill over into
another (Lambert et al., 2010).
Time-based conflict was not a significant predictor of couple burnout in the
current study. This is not in line with prior research which has shown that long hours and
frequent overtime may disrupt home and family life and contribute to time-based conflict
(see Lambert et al., 2002; Lambert et al., 2010; Shreffler et al., 2011). The number of
work hours per week has also been related to work-family conflict, as less time at home
means less time to help with household responsibilities (see Greenhaus & Beutell, 1985;
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Lorech et al., 1989; Pleck et al., 1980; Voydanoff, 1988). Work-family conflict has also
been related to affective marital stress in dual-earner couples, as working parents find it
difficult to spend time with their family and often split familial needs between the two
parents and generally struggle to meet the needs of their children (Guelzow et al., 1991).
Thus, it is possible that many of the participants in the study did not have a full-time
working spouse, making parenting less of a strain on both partners, and thus less strain in
the overall relationship. Furthermore, research has shown that work stress among
firefighters leads to family stress and working over 60 hours a week predicted lower
satisfaction with their children’s behavior and they perceived a higher childcare load
(Shreffler et al., 2011). The previous research by Shreffler et al. (2011) supported the
work-family conflict model by demonstrating that time-based strain can impact home and
family life. However, because the participants in the current study only worked an
average of 49 hours a week, it is possible that they did not work enough hours to
experience time-based conflict.
Job Burnout and Couple Burnout
The final research question asked to which extent the three aspects of job burnout
predicted couple burnout. Research has shown that work-related stress may spillover into
one’s personal or family life by negatively affecting one’s physical and emotional
interactions with one’s family or significant other (Hall et al., 2010). If one is burnt out at
work, burnout may spill over into other areas of one’s life, such as one’s romantic
relationship (Bakker, 2009). Job burnout is significantly related to couple burnout, in that
burnout in one area often leads to burnout in the other (Pines & Nunes, 2003). According
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to Pines and Nunes (2003), couple burnout and career burnout are the result of feelings of
helplessness and a lack of passion. Prior research has also shown that inter-role conflict,
balancing work and family life, lead to an increase in withdrawn behavior and a decrease
in intimacy in married couples (Cowlishaw et al., 2010).
The results of this study showed that when individuals distanced themselves
emotionally and cognitively from their job, it predicted couple burnout. The results also
showed that when individuals cognitively distance themselves from their job as a result
of exhaustion, it predicted couple burnout. Thus, burnout in one domain lead to burnout
in another. This is in line with prior research done by Pines et al. (2011) who examined
the relationship between job burnout and couple burnout, focusing primarily on the
emotional exhaustion aspect of job burnout. Pines et al. (2011) found that job related
stressors and rewards as well as parent care stressors predicted job burnout, and marital
stressors and rewards predicted couple burnout. The current study adds to the research
done by Pines et al. in that it looked at all three aspects of job burnout and found
significant relationships between all three aspects of job burnout to couple burnout. These
findings are also in line with research done by Wagner et al. (2004) who found that
individuals with high work-related stress may have less motivation to engage with one’s
partner. Neff and Karney (2004) also showed that external stress may be linked to
internal relationship processes, and stressful experiences have been associated with
marital quality over time. Thus, these finding are in line with the work-family conflict
model, which states that stress or strain in one area may lead to stress or strain in another.
These finding also have implications for the population of interest. If firefighters, police
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officers, or correction officers experience emotional and cognitive distance from their
jobs, they may also experience those feelings at home. Individuals under stress,
emotional exhaustion, and depersonalization are unlikely to perform their daily work
duties to the best of their ability. It is very likely that the stress they experience affects
their job performance, which affects not only their well-being, but the well-being of
society.
Limitations of the Study
A limitation to this study involved sampling of participants. Because I used a
convenience sample, my participants were not obtained by random sampling. I had also
anticipated to collect data in equal amounts from corrections, firefighting, and law
enforcement. However, most of my participants were fire fighters (n = 66), 31 were
police officers, and 11 worked in corrections. Thus, my data was weighted toward
firefighters. Furthermore, I was unable to recruit any female participants, thus not
allowing my findings to be generalizable to females working in these high-stress
occupations.
Another limitation of this study was that it is not possible to know if participants
responded honestly or with bias due to reporting socially acceptable responses. Based on
the content of the questionnaires, participants may have realized what I was attempting to
study, and thus, testing might have led to inaccurate results.
Another limitation of this study involved a threat to validity. In correlational
designs, it is difficult to draw clear and accurate conclusions regarding causal
relationships between variables. While I did find that there were predictors of job burnout
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and couple burnout, it is possible that there were other variables that were not assessed
that may impact those constructs. For example, my participants may have experienced
stress from other aspects of their life. My study focused on two variables that may be
related to couple burnout: work-family conflict and job burnout. However, there are a
number of variables that might contribute to couple burnout, such as household salary,
hours worked per week, level of intimacy, drug and alcohol use, and number of children.
Recommendations
This study could be improved with alternate sampling techniques. The current
study used a convenience sample, which is a threat to the validity of the study. I did,
however, attempt to recruit participants from many areas of New York City and Long
Island, so that the participants did not come from just one geographic area. For future
research, purposive sampling could be done to ensure that females get recruited, as well
as ensure that all job types are equally represented. Seeking a specific number of females
to participant can help to ensure that the results are generalizable to females (Field,
2013). Cluster random sampling could also help to increase validity. If all the police
precincts and fire departments are divided into clusters, and the researcher randomly
selects clusters to recruit from, that could add some randomness to the selection of
participants (Field, 2013). In addition, more than one correctional facility should be
surveyed, including a prison. This will allow the data regarding correctios officers to be
generalizable.
Further research in this area can be done to increase its generalizability. Research
with females working in firefighting, law enforcement, and corrections should be

95
conducted in an effort to identify any similarities or differences with males in the same
occupations. In addition, more research should be done that focuses on law enforcement
and corrections, as this study included a majority of firefighters. It is possible that police
officers and corrections officers experience job burnout and work-family conflict
differently. In comparing firefighters, police officers, and corrections officers, research
can show how each group experiences job burnout and work-family conflict, which may
help to further hone in on exactly what types of coping skills would be appropriate to
each group. The results may show that all three groups are susceptible to job burnout and
couple burnout in different ways.
Another recommendation would be to conduct a study with individuals from these
three occupations and their spouses. A study that is able to obtain data from individuals in
a high-stress occupation and their spouses could examine the dynamics of job burnout
and couple burnout more closely under the work-family conflict model. If both spouses
show that burnout in one area can lead to burnout in another, it can further the idea that
burnout spillover is a naturally recurring phenomenon and that one spouses’ stress may
cause stress in the other.
A final recommendation would be to include demographic variables into the
analysis. It is possible that the factors of age, gender, years on the job, job title, hours a
week worked, and how many children a participant had could also add to the relationship
between work-family conflict and job burnout, and job burnout and couple burnout. As
mentioned in Chapter 1, a potential perceived limitation to the current study was that
participants may have felt stress from other aspects of their life, just as much as they did
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from work. Thus, while my results showed that aspects of work-family conflict predicted
aspects job burnout and aspects of work-family conflict and job burnout predicted couple
burnout, it may have been those alternate stressors that lead to burnout. Thus, it is
possible that other factors, either at home or at work, play into the relationship between
job burnout and couple burnout. This would add to prior research in that demands of
being a parent, the number of children one has, and the ages of the children one has are
all related to work-family conflict, as these all add to one’s familial demands and increase
one’s level of stress (see Bedeian, Burke, & Moffett, 1988; Lorech et al., 1989;
Voydanoff, 1988). In addition, Barnett and Baruch (1985) found that mothers experience
higher levels of stress and work-family conflict compared to women who did not have
children. The current study did not delineate individuals who had children, or how many
children, from those who did not when conducting the standard multiple regressions. I
would expect the relationship of work-family conflict to burnout to be even stronger if
one has children and the added stressors they bring to parents and the family unit as a
whole.
Implications
For individuals who work in highly stressful occupations in which prolonged
stressors can affect their emotional and cognitive well-being, and thus their ability to
adequately perform their job responsibilities, the ability to balance one’s work and home
life is a growing issue in this country (Zekeck, 1992). This study addressed a gap in the
literature by examining which factors of job burnout predict couple burnout. This study
was unique in that it attempted to research an area of career-related stress that had not
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been studied. That is, the current study specifically examined how all three dimensions of
job burnout (emotional exhaustion, depersonalization, personal accomplishment)
predicted couple burnout. This study is important because in a society in which divorce is
on the rise, and job burnout and work-family conflict may contribute to the rate of
divorce. This study helped shed light on which factors of job burnout led to issues in
intimate relationships, as shown through couple burnout.
This research study has the potential to create positive social change. These
research findings indicated that working in stressful fields may have unforeseen
consequences. Addressing the cyclical nature of job burnout and couple burnout may lead
to increased well-being in society: physically, emotionally, and psychologically. Offering
employees in these organizations resources to help mitigate the feelings of behaviorbased conflict, strain-based conflict, emotional exhaustion and depersonalization may
help to increase their quality of life and overall well-being. This may, in turn, make them
more valuable to the organizations to which they work and help retain them as employees
for long periods of time and continue to offer a high level of service to the populations
for which they work.
The results from this study can assist in positive social change within the major
organizations for which firefighters, police officers, and corrections officers work in the
greater New York area. Fire stations, police precincts, jails, and prisons can apply the
findings of this study to their hiring and training practices. By setting reasonable
expectations for prospective employees of the unforeseen risks to working in such
occupations, it can help to decrease turnover and absenteeism in the long term. Seminars
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and training for professionals could incorporate training on coping skills. These seminars
could include skills on how to develop healthy responses to stress, how to establish
boundaries, how to take time to recharge and relax, and how and where to ask for support
(APA, 2018). This study could assist professions in identifying unhealthy coping skills
and to develop a treatment plan to develop healthy coping skills for firefighters, police
officers, and corrections officers.
Conclusion
This study was conducted to fill the gap in the literature on work-family conflict,
job burnout, and couple burnout. Increasing education on which aspects of work-family
conflict and job burnout predict couple burnout can help to increase awareness and wellbeing for individuals working in high-stress occupations. It can also help to retain
employees in such occupations, allow employees to deliver a high level of service to the
populations in which they serve, and most importantly, allow these individuals to
maintain balance at home with their spouses and children.
This study provided insight into the aspects of work-family conflict and job
burnout and how they predict couple burnout. This study found that when individuals
experience the strain of one role interfering with another, it can lead to emotional
exhaustion and depersonalization; that is strain-based was a significant predictor of
emotional exhaustion and depersonalization. This study also found that when individuals
believe that the behaviors of their job are incompatible with their expected behaviors at
home, it can also lead to emotional exhaustion and depersonalization; that is, behaviorbased conflict was a significant predictor of emotional exhaustion and depersonalization.
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This study also found that behavior-based conflict predicted levels of personal
accomplishment. That is, the more an individual reports the behavior of one of their roles
is incompatible with another, the lower their levels of personal accomplishment.
Furthermore, this study found that when individuals experience the strain of one role
interfering with another, it can lead to couple burnout; that is strain-based conflict
predicted couple burnout. This study also found that when individuals report that the
behaviors of their job are incompatible with their expected behaviors at home, it can lead
to couple burnout. That is behavior-based conflict predicted couple burnout. Finally, this
study found that emotional and cognitive distance from one’s job can predict couple
burnout.
This study aimed to provide information as to which aspects of work-family
conflict and job burnout predict couple burnout. Findings from this study can assist in
future research towards work-family conflict and burnout. This can be done by providing
insights on how to mitigate job burnout and couple burnout. It can also be achieved by
examining these constructs in other populations while taking into account gender, age,
race, location, and job title. Finally, using information from both the individuals in the
high-stress occupations and their spouses can also add to future research in the field.
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Appendix A: Demographic Questionnaire

What is your:
Age: _____________________________
Gender: _________________________
Race: ____________________________
Current city of residence: _______________________________

Work Information
Who is your current employer? ____________________________________________
Approximately how long have you been on the job? ___________________________
What is your official job title? _____________________________________________
On average, how many hours a week do you work? ____________________________
How much of that is overtime? ____________________________________________

Relationship & Family Information
What is your relationship status (e.g., married, divorced, living with partner, etc.)
_____________________________________________________________________
How long have you been with your current partner?
_____________________________________________________________________
Do you have any children? _________________
What ages are they? _________________________

If so, how many? ______________
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Appendix B: Work Family Conflict Scale

On a scale of 1-5, 1 being strongly disagree to 5 being strongly agree, please rate the
following items.

1. My work keeps me from my family activities more than I would like. __________
2. The time I devote to my job keeps me from participating equally in
household responsibilities and activities. __________
3. I have to miss family activities due to the amount of time I must spend on
work responsibilities. __________
4. When I get home from work I am often too frazzled to participant in family
activities/responsibilities. __________
5. I am often so emotionally drained when I get home from work that it
prevents me from contributing to my family. __________
6. Due to all the pressures at work, sometimes when I come home I am too
stressed to do the things I enjoy. __________
7. The problem-solving behaviors I use in my job are not effective in resolving
problems at home. __________
8. Behavior that is effective and necessary for me at work would be
counterproductive at home. __________
9. The behaviors I perform that make me effective at work do not help me to be
a better parent and spouse. __________
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Appendix C: Couple Burnout Measure
Please answer the following questions as they pertain to your marriage or intimate
relationship.
How often do you have any of the following experiences? (Insert the number that most
closely matches your experience.)
1

2

3

4

5

6

Never

Once in a
great while

Rarely

Sometimes

Often

Usually

1.

Being tired _________

2.

Feeling depressed _________

3.

Having a good day _________

4.

Being physically exhausted _________

5.

Being emotionally exhausted _________

6.

Being happy _________

7.

Being “wiped out,” whole body hurts _________

8.

Feeling like you “can’t take it anymore” _________

9.

Feeling unhappy _________

10. Feeling rundown, susceptible to illness _________
11. Feeling trapped _________
12. Feeling worthless _________
13. Being weary, nothing left to give _________
14. Being troubled _________
15. Feeling disillusioned and resentful about mate _________
16. Feeling weak, having sleep problems _________
17. Feeling hopeless _________
18. Feeling rejecting of mate _________
19. Feeling optimistic _________
20. Feeling energetic _________
21. Feeling anxious _________
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Always

